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ABSTRACT
This qualitative study examined the implementation of the strategic plan in the
College of Education at a select southern university. Among Higher Education
Institutions (HEI), strategic planning has become one of the most fundamental factors of
today’s education system as HEIs adjust to meet the calls of a knowledge-based global
economy (Bakoğlu, Öncer, Yıldız, & Güllüoğlu, 2016). Raluca and Alecsandru (2012)
claimed that HEIs should consistently find ways to remain applicable and competent in
such a competitive market as the higher education system.
Failed or unfinished implementation of strategic plans in HEIs is prevalent
(Fooladvand, Yarmohammadian, & Shahtalebi, 2015; Immordino, Gigliotti, Ruben, &
Tromp, 2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse, Kihara, & Munga,
2018). Furthermore, an insufficient number of studies focus on the processes of strategic
planning within HEIs, as well as the implementation challenges that hinder strategic
plans of such institutions (Fooladvand et al., 2015; Immordino et al., 2016; Kohtamäki,
2010; Nataraja & Bright, 2018; Omuse et al., 2018).
The theoretical framework for this study is the Fogg Behavior Model (FBM).
Fogg’s (2009) Behavior Model states that these three elements, motivation, ability, and
prompt, must converge at the same moment for a behavior to occur. That is, when the
right motivators are in place, the behavior is more likely to occur, and if you provide a
trigger, then the desired behavior is more likely to take place (Fogg, 2009).
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The results of this study fill the gap in existing literature (Abdel-Maksoud,
Elbanna, Mahama, & Pollanen, 2015; Alqahtani, 2016; Crittenden & Crittenden, 2008;
Fooladvand et al., 2015; Halley-Boyce, Robinson, & Bradley, 2013; Mintzberg, 1993;
Thompson & Strickland, 1995) by focusing on the implementation of the strategic plan.
The analysis of data revealed four themes: communication, each unit had its own goals
and roles that influenced the college and university strategic plans, participants assigned
value to the process, and challenges and obstacles.
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CHAPTER 1
INTRODUCTION
This study focused on investigating participants’ experiences with strategic
implementation with a particular focus on their perceived importance of the degree to
which they were engaged and the quality of communication across all levels. It is
essential for HEIs to conduct and implement strategic plans to remain relevant and
efficient in such a competitive market as the higher education system (Raluca &
Alecsandru, 2012). However, there is a prevalence of unfinished and failed
implementation of strategic plans in HEIs (Fooladvand et al., 2015; Immordino et al.,
2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse et al., 2018). Several
researchers have called out the need for more efforts in examining strategic plan
implementation in the field of higher education (Fooladvand et al., 2015; Halley-Boyce et
al., 2013).

An Overview of the Problem
This study specifically addressed the implementation of the College of Education
(COE) strategic plan as opposed to the construction of a strategic plan. The study is vital
to address given that the efficacy and implementation of a strategic plan is highly
dependent on the skills of the committee members and leaders in HEIs (Fooladvand et al.,
2015; Halley-Boyce et al., 2013). Strategic plans spearheaded by committee members

1

2
and leaders who fail to obtain buy-in from middle-level management are often due to a
lack of skills in leadership and communication, resulting in stakeholders being resistant
to change. A lack of essential skills of capable committee members and leaders is one of
the key factors and challenges why implementation of college strategic plans fail
(Fooladvand et al., 2015; McCaffery, 2018).

Purpose of the Study
The purpose of this study was to investigate participants’ experiences with
strategic implementation with a particular focus on their perceived importance of the
degree to which they were engaged and the quality of communication across all levels.
Many researchers identify that HEIs fail to implement or achieve the goals set forth by
strategic plans (Fooladvand et al., 2015; Immordino et al., 2016; Kohtamäki, 2010;
Nataraja & Bright, 2018; Omuse, Kihara, & Munga, 2018). Much research can be found
concerning implementation in business and industry (Abdel-Maksoud, Elbanna, Mahama,
& Pollanen, 2015; Alqahtani, 2016; Crittenden & Crittenden, 2008; Mintzberg, 1993;
Thompson & Strickland, 1995). There is a lack of studies that focus on implementing
strategic plans and the impediments that hinder implementation within HEIs (Fooladvand
et al., 2015; Immordino et al., 2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse
et al., 2018).

Research Questions
The phenomena being investigated in this study are participants’ experiences with
strategic implementation. Following are the six research questions that guided this study:
RQ1: Who were the leaders of the strategic plan process?
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RQ2: How did they come to be the leaders of the strategic plan process?
RQ3: What is the relationship between the leaders and the actual leadership
hierarchy?
RQ4: How connected were the participants to the strategic plan [implementation]
process?
RQ5: To what degree did the participants value the strategic plan
[implementation] process?
RQ6: What were the drivers for valuing the [implementation] process?

Theoretical Base
Fogg’s (2009) Behavioral Model will be used as the framework for the present
study in examining the implementation of strategic plans in the COE, including how
communication took place at all levels. According to Fogg, three principal factors make
up the behavioral model: motivation, ability, and a prompt/trigger. Core motivators
include pleasure/pain, hope/fear, and acceptance/rejection, while ability refers to factors
such as time, money, effort. Lastly, behavior triggers include the following: spark,
facilitator, call to action, and signal (Fogg, 2009). Fogg’s Behavior Model states that
these three elements, motivation, ability, and prompt, must converge at the same moment
for a behavior to occur. That is, when the right motivators are in place, the behavior is
made more accessible for people to do, and if you trigger it, then the desired behavior is
more likely to occur (Fogg, 2009).
Fogg’s (2009) Behavior Model will prove as empirical guidance in analyzing the
three factors of behavior (i.e., motivation, ability, and a prompt/trigger) of relevant
stakeholders in HEIs when implementing strategic plans. Understanding the three factors
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of the behavior of relevant stakeholders will enable the identification of factors to
consider in obtaining buy-in for strategic plans and implementation from upper
management and middle-level management. Understanding is essential because of the
prevalence of unfinished or failed implementation of strategic plans in HEIs (Fooladvand
et al., 2015; Immordino et al., 2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse
et al., 2018).
This framework will act as a backbone to the literature as well in developing
additional and relevant publications or tools that meet the needs of HEIs, especially in the
context of implementing strategic plans, which is vital in the objective of institutions to
achieve their strategic goals to remain relevant and competitive in the higher education
market (Raluca & Alecsandru, 2012). The framework will also enable the identification
of the range of communication and level of engagement that is needed by committee
members and leaders to influence strategic plan implementation effectively.

Limitations of the Study
The study was bounded by the following limitations:
1. Only one educational setting was included in the study.
2. Results may not be generalizable.
3. Qualitative studies are often tainted by researcher bias.
4. Each employee that participated in the implementation of the strategic plan
was not available to participate in this study.
5. This study is delimited to the 40 Strategic Initiative Committee members
whose names I obtained through artifacts. I did not solicit artifacts or
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interview members of the COE not listed as Strategic Initiative Committee
members.
Enrollment at the University at the time of the study was greater than 13,000 and
below 15,000. The COE was accredited by the Southern Association of Colleges and
Schools through the University, the National Council for Accreditation of Teacher
Education, and the American Psychological Association. The COE offers 11
undergraduate degrees, five graduate degrees, and three doctoral degrees. There are 60
employees excluding the laboratory school. Forty-two faculty and staff members were
listed as involved with a committee for implementation of the strategic plan.
I began my research in the summer of 2018. At that time, three years had passed
since the initial design of the strategic plan through the COE-wide meeting. The same
amount of time had elapsed since participants either volunteered or were given committee
assignments. The plan was titled 2020, and I believed that I would find evidence of
implementation throughout the previous three years. The Dean of the COE was named to
the position in the summer of 2015. In 2017 he was named to a nationally recognized
group that influences teacher education. He was also serving as the president for a statewide group with a similar purpose. In the fall of 2016, a new system-wide president was
named. Late in the summer of 2017, the head of Unit 3 left the University for a similar
position at another University.

General Definitions
Buy-in: Desire to implement; the New Oxford American Dictionary defines buyin as an “agreement to support a decision” (Stevenson & Lindberg, 2010, p. 240).
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Communication: Email, face-to-face meetings, shared copies of memos, or phone
calls; according to the New Oxford American Dictionary, communication means “the
impart or exchanging of information or news…the successful conveying or sharing of
ideas and feelings” (Stevenson & Lindberg, 2010, p. 351)
Strategic Plan: Athapathtu (2016) defined strategic planning as a roadmap that
provides direction to a given organization of where to go and where it should be in a
given period. Recardo (2016) similarly defined strategic planning as a formal data-driven
process that senior managers use to forecast the direction of an organization that allows
them to create a competitive advantage.

Definitions for the Purposes of this Study
Middle-Level Management: This defines participants serving as unit heads or
initiative committee chairs.
Participants: Members of a strategic initiative committee, which consisted of
members of the COE.
Strategic Initiative Committee: A group of COE members either self-identified or
assigned by the Dean of the College to work toward the implementation of the strategic
plan. Committees include members of any unit in the COE.
Unit: Any department, academic or support, included in the COE.

CHAPTER 2
REVIEW OF LITERATURE
Strategic planning can help HEIs to meet changing demands of stakeholders and
to provide stakeholders with the opportunity to collaborate in designing the future of the
institution (Guerra, Zamora, Hernandez, & Menchaca, 2017). Implementation can also
propel an institution toward achieving the goals set forth by way of the vision and
mission (Crittenden & Crittenden, 2008; Fogg, 1999; Guerra et al., 2017). Strategic
planning among HEIs has become one of the most crucial factors of today’s education
system as HEIs transform to meet the demands of a knowledge-based global economy
(Bakoğlu, Öncer, Yıldız, & Güllüoğlu, 2016). Raluca and Alecsandru (2012) stated that
HEIs should continue to find ways to remain relevant and efficient in such a competitive
market as the higher education system. Their study focused on gaming theory and the
competition represented by competitors, legislation, potential customers, and accessibility
of the market (Raluca & Alecsandru, 2012). They contend that competition should
inform strategic plan development with little address of implementation. The
competition density in today’s world among universities both at the national and
international levels has necessitated transformation among HEIs following society’s
needs, shaped by research-development, entrepreneurship, and innovation (Bakoğlu et al.,
2016). As such, HEIs around the world are becoming more accountable for their future
strategic planning and implementation (Guerra et al., 2017; Zechlin, 2010).
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In the context of strategic planning within educational institutions, various models
and approaches to improve commercial organizations, such as total quality management,
continuous improvement, and European Foundation for Quality Management (EFQM)
model have been accepted and used by HEIs, as well as other research and educational
institutions (Fooladvand, Yarmohammadian, & Shahtalebi, 2015). Several researchers
also outlined that strategic planning in HEIs may involve strategic tools such as the
strengths, weaknesses, opportunities, and threats (SWOT) analyses, portfolio analyses,
goal and performance cards, and internal contracts (Fooladvand et al., 2015; Zechlin,
2010). The presence of these models suggests that HEIs have the tools to implement
strategic plans successfully. However, there has been a prevalence of failed or unfinished
implementation of strategic plans in HEIs (Fooladvand et al., 2015; Immordino et al.,
2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse et al., 2018). Fooladvand et al.
(2015) noted that the efficacy and implementation of a strategic plan highly depend on
the skills of the committee leaders in HEIs. Bakoğlu et al. (2016) also noted that
strategies at different levels in universities are sometimes not taken into consideration.
The management team and committees of a university are responsible for
developing and implementing an effective managerial strategy (Raluca & Alecsandru,
2012). In many organizations, the main focus is the formulations of new strategies;
however, a well-formulated strategy may not always directly translate to the achievement
of organizational goals (Bhandari, 2013). Moreover, Brunnekreeft (2019) highlighted
that most of the problems encountered in the field of strategic management are related to
strategy implementation rather than strategy formulation. Furthermore, he added that
middle management plays a crucial role in the success of strategy implementation. Thus,
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it is not enough for HEIs to have relevant strategic plans in place. Still, it is most
pertinent for key implementers to obtain buy-in from middle-level management, maintain
communication with stakeholders, and manage resistance to change in the context of the
implementation of the college strategic plan (Raluca & Alecsandru, 2012).
While strategic planning has evolved for more than 60 years across the private
sector, it is a relatively new concept for the public and non-profit sectors, particularly
among HEIs (Nataraja & Bright, 2018). Thus, there is a lack of studies that focus on the
processes of strategic planning within HEIs, as well as the implementation challenges
that hinder strategic plans of such institutions (Fooladvand et al., 2015; Immordino et al.,
2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse et al., 2018). Furthermore,
previous studies have not focused on the skills needed by committee members in
implementing strategic plans, which are vital in attaining HEI goals (Fooladvand et al.,
2015).
This study focused investigated participants’ experiences with strategic
implementation with a particular focus on their perceived importance of the degree to
which they valued the process and quality of communication across all levels. Providing
an in-depth empirical set of information regarding the implementation of strategic plans
in HEIs could bring insight into how such plans may be best implemented to achieve
institutional goals. This study also aimed to contribute to the field of higher education by
examining the significant factors and challenges that must be considered in the
implementation process, such as the importance of buy-in from middle-level managers
and potential reasons for lack of communication within the answerable committees
(Halley-Boyce et al., 2013). The findings of this study could aid in facilitating the
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participants’ growth in leadership skills through observing and analyzing the processes of
the committees as they undertake the implementation process. Committee members,
particularly committee chairs, may be allowed to refresh their skills in small group
leadership and enhance their interpersonal skills, and could, in turn, advance college
leadership in the areas of strategic planning, implementation efficacy, and achievement of
institutional goals.
This chapter provides a review of the literature and is divided into three main
sections. The first section of this chapter will provide an overview of the theoretical
framework for this study. The second portion will contain a review of the research-based
literature on the various concepts underpinning the study. This section will be further
grouped into five major topics: strategic management, strategy implementation, buy-in
from middle-level managers, impediments to strategy implementation, and the
importance of communication. Finally, the last section provides a synthesis of the
literature review and a summary of the findings.

Review of Literature
In this section, I present the relevant literature in five specific areas. First, I
present a background on the concept of strategic management and planning. Second, I
provide information regarding the implementation of strategic plans. In the following
sections, I describe scholarship in the three areas of specific interest to this case: buy-in
from middle managers, impediments to strategy implementation, and the role of
communication in the implementation process.

11
Strategic Management and Planning
To better understand strategic management and planning, it is essential to explore
the history of the topics. In the classic and seminal work, The Practice of Management,
Drucker (1954) produced a treatise on management that is still of value and use today.
Concepts presented in the text apply to this study. Drucker divided his work into seven
significant dimensions: the nature of management, managing a business, managing
managers, the structure of management, the management of worker and work, what it
means to be a manager, and the responsibilities of management. As such, the work is
comprehensive, presenting the supporting details of each of these dimensions in their
entirety. Consider Drucker’s words “management, its competence, its integrity, and its
performance will be decisive both to the United States and to the free world decades
ahead. At the same time, the demands on management will be rising steadily and
steeply” (p. 415).
It 1979, Ansoff published Strategic Management, which revolutionized planning
in the fields of business and industry. The book provided the first “coherent and
analytically sound way in which an organization could think through its strategy
formally” (Hussey, 1999, p. 379). One of the book’s significant contributions was the
application of the term “synergy” to the concept of planning. Synergy is, in essence,
what is now termed “added value.” In Strategic Management, Ansoff describes the
“analytic process…[that] offered a systematic way to apply to the concept [of synergy]”
(Hussey, 1999, p. 379).
Another of the text’s significant contributions was the introduction of the concept
of “core competencies.” Core competencies are those systems and processes a firm must
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exercise effectively to remain viable (Ansoff, 1979). Hussey (1999) noted that almost
every aspect of a corporate strategy was subsumed into nearly all subsequent thinking
processes related to strategic decision-making and planning. In the late 1970s through
the early 1980s, Ansoff, Kipley, Lewis, Helm-Stevens, and Ansoff (1984) refined
Ansoff’s (1979) third contribution to the field of strategic planning. Recognizing the role
of change and the extent of uncertainty varied between and among firms, Ansoff et al.
introduced his concept of turbulence. Ansoff et al. speculated that variations in the
intensity, during, and frequency of turbulence would be instrumental in shaping strategic
policy.
Management requires planning, organizing, leading, staffing, and controlling
many moving parts to accomplish the desired goals. This resourcing includes various
manipulations of financial, technological, and human resources, which are all limited in
nature. Therefore, any institution must have strategies in place to handle limitations in
resources (Athapathtu, 2016). Athapathtu (2016) defined strategic planning as a roadmap
that provides direction to a given organization of where to go and where it should be in a
given period. It results in a well-organized set of activities that can help an organization
arrange its present circumstances based on projections of the targeted future (Athapathtu,
2016; Nataraja & Bright, 2018). As discovered through their meta-analysis completed by
George, Walker, and Monster (2019), it is one of the more well-liked management
methods in modern organizations. They found strategic planning to have a positive,
moderate, and significant impact on the performance of organizations across both the
public and private sectors and international settings (George, Walker, & Monster, 2019).
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Thompson and Strickland (1995) described a strategy-making process that
includes specific steps involving strategy implementation. They called the strategymaking process “The Five Tasks of Strategic Management.” The five steps are:
1. Selecting the nature of the business, establishing a strategic vision,
determining its purpose, setting its long-term direction, and articulating its
mission.
2. Transforming the vision and mission into realistic and measurable
performance objectives and targets.
3. Crafting a strategy to achieve these objectives and targets.
4. Implementing the strategy with efficiency and effectiveness.
5. Evaluating performance and making necessary adjustments in response to
actual achievements, changing external environment, innovation, and new
opportunities.
Understanding the current situation and the different barriers the firm would have
to overcome is crucial in determining the objectives and the mission of any given
organization. Athapathtu (2016) contends that an organization may only realize its
mission and objectives through the successful deployment of well-planned strategies.
Policano (2016) described why public universities need strategic planning. First, he
credited decreased public funding as a clear signal that taxpayers place more value on
higher education than on other programs. Second, Policano indicated a lack of strategic
thinking is readily apparent at most universities. A lack of strategic planning not only
limits the effectiveness and potential value that a university can attain, but it also puts the
university’s current support at risk.
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Policano (2016) advocated a five-step strategic planning process to address these
concerns. First, assess the external environment – that is, to define reality. Second,
articulate a mission, distinctive vision, values statement, and positioning strategy. Third,
develop a financial strategy. Fourth, effectively communicate and implement the plan.
And fifth, assess progress, modify priorities, and revise actions as necessary. Policano
stated that it is imperative to engage the faculty in this process, especially when it comes
to prioritizing initiatives and allocating resources. He also stressed that it is the role of
the educational leader to communicate the value of the planning process clearly; to
outline the steps involved; to assign responsibilities for plan development and
implementation, and to establish a timetable with feedback mechanisms to monitor and
evaluate progress. He insisted that a productive strategic plan is essential for gaining and
maintaining a competitive advantage. Incrementalism and “muddling through” have
been failed strategies. Instead, Policano wrote that strategic plans that incorporate
financial sustainability would be found within the leading universities of the future.
Nataraja and Bright (2018) also studied the implications of strategic planning in
higher education. They similarly defined strategic planning as a disciplined effort to
produce the fundamental actions and decisions that an organization will make to reach
their organizational goals. They noted that while strategic planning has evolved for more
than 60 years in the private or for-profit business sector, the usage of strategic planning in
the higher education context is relatively newer. However, the authors emphasized that
the process has significant implications in shaping the institutional culture of any HEI
through the establishment of institutional identity, reputation, and image. The authors
highlighted that excellent strategic planning within HEIs requires several factors, but they
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highlight time and commitment as the most crucial ones. They stated that a successful
strategic plan would require adequate time from leaders, faculty members, and other
stakeholders.
Mintzberg (1993) pointed out the potential pitfalls of the concepts of strategic
management and strategic planning. He pointed out that an obsession with strategic
planning and control is very likely to fear uncertainty and is focused entirely on reducing
uncertainty. Specifically, Mintzberg was at odds with the “Father of Strategic Planning,”
Igor Ansoff, and Ansoff’s (1979) preference for the concept of “turbulence.” Mintzberg
wondered why those fond of planning would focus on the turbulence they cannot handle.
Turbulence is the critical assumption underlying Ansoff’s work and the idea he created.
Ansoff’s premise is that the environment is continually changing and that businesses
require a systematic way to address such turbulence.
Furthermore, Mintzberg (1993) asserted that formal planning is not critical to
create a strategy and mentioned two approaches divorced from formal planning:
visioning and learning. For Mintzberg, the visioning approach better enables an
organization to have the flexibility to handle an uncertain world than does structured
strategy management. Mintzberg credits this to the fact that visioning relies on an
individual “creative strategist” and is more flexible. Learning derives from visioning as
the organization changes to remain aligned with its vision. Mintzberg posited that
strategic planning, visioning, and learning must coexist for organizational effectiveness.
Mintzberg (1993) warned to avoid total focus on strategic planning to maintain a
broad vision. In his theory, the vision outlines a firm’s broad strategy with specific
positions emerging from that vision. In his conception, there is no strategic plan to
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implement. In turbulent times, with a sufficiently robust vision, Mintzberg argued the
organization could adapt through learning. If the vision is insufficient, then the
organization can undertake “pure learning,” with the specific desire to capture pertinent
information and apply behaviors to that information. When acting or reacting under a
strategic plan, however, the prominent challenge is to adapt.
Goldman and Salem (2015) echoed Mintzberg’s (1993) concerns and noted that
while strategic planning has some proven benefits, many concerns are associated with it.
They noted that by creating too many rules or protocols, the organization might strangle
organizational creativity. However, Goldman and Salem highlighted that critics
notwithstanding, strategic planning has been found to influence organizational
management over the last 50 years increasingly and is expected to continue to do so.
They highlighted that strategic planning could help HEIs maintain stability in a changing
environment and make constructive responses to the increasing external threats and
growing competition.
Strategy Implementation
Thompson and Strickland (1995) indicated that the strategy implementation step
is best achieved through a process that allows administrators to be thoroughly involved.
This process encompasses several key steps, which are as follows:
1. Building the organization and ensuring it can fulfill the strategy.
2. Developing budgets and allocating resources.
3. Establishing necessary strategy-supporting policies and procedures.
4. Motivating and inducing people to pursue objectives and targets.
5. Tying rewards and incentives to the accomplishment of objectives and targets.
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6. Creating a company culture and a workplace climate conducive to successful
strategy implementation.
7. Installing and instituting the necessary internal controls and support systems.
8. Instituting and institutionalizing best practices and continuous improvement
policies and procedures.
9. Providing the leadership necessary for successful strategy implementation.
Being aware of these challenges, Thompson and Strickland (1995) identified the
task of implementing strategy as the most time-consuming and challenging aspect of the
strategic management process. Strategy implementation involves many facets of
managing and begins from multiple points within an organization. The implementers of
strategy must form a plan for action that explicitly addresses what the organization must
do better and differently to carry out the strategic plan effectively. They concluded that
successful strategy implementation is achieved through leaders with a growing emphasis
on the action items. This action plan must include accomplishing the nine strategyimplementing tasks outlined in this chapter.
In their work, Translating Strategy into Action: The Balanced Scorecard, Kaplan
and Norton (1996) presented what they call “The Balanced Scorecard.” The Balanced
Scorecard integrates traditional financial approaches to measuring past performance and
contrasts that information with specific benchmarks of the motivations for future
performance. To do this, the Balanced Scorecard assesses firm effectiveness from the
four perspectives of financial performance, customer satisfaction, core business
processes, and firm learning and growth. Kaplan and Norton indicated the four
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perspectives could be modified or replaced by other perspectives best to align scorecard
products with an organization’s information needs.
With its inherent capabilities, the Balanced Scorecard can be used in many ways
to provide an enhanced level of tailored information and data. The Balanced Scorecard
can be used as a planning tool to focus and structure strategy planning; as a monitoring
tool to assess progress during plan implementation; and as an evaluation tool to measure
performance once a plan is implemented. Additionally, the Balanced Scorecard can serve
as a diagnostic tool to help determine causes of shortfalls in performance, as a means of
communication, and as a teaching tool. Kaplan and Norton (1996) advised allowing the
Balanced Scorecard to become a mechanism of control, rather enabling it to facilitate
communication, informing, and learning.
The Balanced Scorecard accomplishes this variety of tasks by balancing the four
pairs of information it collects. First, it incorporated both short-term and long-term
information and measurements. Second, it balanced external (stakeholder) needs and
wants with internal core process capabilities. Third, it contrasts leading indicators, such
as performance targets or targeted outcomes, with lagging indicators measured by actual
outcomes. Lastly, it compared objective measures, such as financial performance, with
subjective, non-financial information (Kaplan & Norton, 1996). Kaplan and Norton
maintained that a strategic management system evolves when innovative companies
incorporate the Balanced Scorecard appropriately, rather than a tactical measurement
system.
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Such companies apply the Balanced Scorecard to critical management processes
to:
1. Clarify and translate vision and strategy.
2. Communicate and link strategic objectives and measures.
3. Plan, set targets, and align strategic initiatives.
4. Enhance strategic feedback and learning.
Fogg (1999) presented a comprehensive, 18-key model for implementing a
strategic plan. He based his model upon his executive-level and top team experience in
business and industry. Fogg declared that having the strategic plan and desiring to
implement it is not sufficient. He went further to explain that implementation is
necessary for success, and there are 18 keys to implementation that he believes lead
directly to successful implementation. Fogg’s program consisted of five categories for
action. These categories reflect the following five actions: (a) setting accountability, (b)
enabling and aligning action, (c) fixing the organization, (d) providing an environment in
which people can excel, and (e) judging and rewarding. Specific steps in Fogg’s model
support each of the action categories.
Fogg (1999), when focusing specifically on implementing strategic plans,
postulated this theory of change, explaining that an organization in equilibrium will
remain stationary or will move in a known direction at a fixed speed until something
outside the firm causes it to change speed and direction. Fogg contended that when
external forces (such as economic, technical, political, or environmental) or pressures to
change exceed internal forces (such as organizational complacency, personal comfort,
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fear of change) or pressures to maintain the status quo, the firm will respond and change.
When there is strong resistance to change, collapse begins (Fogg, 1999).
According to Alharthy, Rashid, Pagliari, and Khan (2017), even the best strategies
are useless if not properly executed. They stated that the successful execution of the
strategy is among the vital survival assets of any organization. Johnson (2004) noted that
a meager 44% of corporations implement their strategy. Johnson stated that this low rate
of implementation success might be attributed to the difficulty of doing something new.
She further added that overcoming longstanding traditions, having individuals and
departments with conflicting interests, and flawed communication practices may be other
reasons for lack of success. Johnson also recognized the coordination and deliberation
that is necessary to implement a strategic plan. She noted that these are often difficult
concepts for a corporation plagued with the challenges mentioned earlier.
Johnson (2004) guided in overcoming these challenges. She addressed these in the
contexts of strategic planning, strategy implementation, and strategy execution. Spanning
these three contexts is the need for open communication and adequate resources to
accomplish the task. Strategies should be implementable (Johnson, 2004). Johnson
identified that many problems began during the design of the strategy and stated that the
design and implementation of a strategic plan could not be thought of as two distinct
phases. They must be considered as one process.
Johnson (2004) offered four suggestions for overcoming execution problems.
First, she advised planners to entertain input from a wide variety of stakeholders. Second,
planners are expected to define their objectives and the accompanying tasks and
accountabilities clearly. Third, she recognized the need for ongoing, accurate, brief, and
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clear communications, whether that is downward, upward, or laterally. Lastly, she
reiterated the need for implementers to have the resources and tools they need to fulfill
their responsibilities under the strategic plan.
Many authors have recognized a strategy formulation-implementationformulation-performance gap exists, manifesting it as shortfalls in financial performance,
lack of awareness or understanding of company strategy, and non-implementation of that
strategy (Crittenden & Crittenden, 2008; Mankins & Steele, 2005; Mitchell, Coles, &
Metz, 1999). Mankins and Steele (2005) offered six suggestions for closing the strategy
formulation-implementation-performance gap:
1. Keep the strategic plan simple by making it concrete.
2. Debate assumptions, not forecasts.
3. Use a rigorous planning and implementation framework based upon a
common language.
4. Identify priorities and allocate resources early in the planning process.
5. Continuously monitor both implementation and subsequent performance
abilities.
6. Develop and reward evidenced implementation and execution successes.
Crittenden and Crittenden (2008) designed a framework that unites crucial
fundamental and managerial levers imperative for the composition of an organization
capable of achieving goals. While all eight levers might not be necessary for successful
strategy implementation, companies that identify all leavers can identify strengths and
areas for improvement that could affect the implementation process. To this end,
Crittenden and Crittenden posited that implementation is paramount to build a reliable
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organization. They credit implementation for providing the necessary steps to develop the
organization. Halley-Boyce et al. (2013) also presented a framework comprising 12 traits
and characteristics, knowledge, skills, and abilities of successful leaders. These 12
attributes, when missing or neglected, will hinder the achievement of an organization’s
mission, vision, values, goals, and objectives as called for in its strategic plan. HalleyBoyce et al.’s framework provides a set of 12 lenses through which leaders and managers
can evaluate their strengths and weaknesses to improve individual, as well as
organizational performance. These 12 lenses also provide a means for monitoring and
evaluating strategic plan implementation, including the identification of impediments to
implementation.
Simyar and Osuji (2015) also presented a case study of the strategic planning
process undertaken by the Nikita College of Business. The college faculty undertook the
planning and strategizing in response to perceived and actual threats emanating from its
“turbulent external environment,” including a recent less than entirely successful
accreditation visit, and in anticipation of an upcoming accreditation review. College
planners adapted an eight-step, hospital-focused strategic planning, and implementation
model to guide their efforts (Simyar & Osuji, 2015). Planners called this the “Hourglass
Model” and used it to answer specific accreditation-focused questions. They also used the
model to frame questions that they used in a survey of other business schools. Simyar and
Osuji discussed the specific outcomes associated with each survey question. They also
described how the answers to the survey questions support the college’s mission,
objectives, and goals. Subsequently, college leaders were able to restructure the college,
realigning its organization to best support inherent functions, designing and deploying
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control systems to monitor and measure performance against targets, providing strategy
implementation guidance, and instituting feedback mechanisms.
Kohtamäki (2010) studied strategy implementation in an HEI. The author aimed
to provide insight into the strategic management approaches of a Finnish polytechnic
institution by highlighting their positive practices as well as the issues they encountered
during strategy implementation. She stated that the primary end goal of strategy
implementation is to produce value for the various stakeholders of the HEI. She
interviewed heads of four polytechnics and representatives of middle management from
two of the participating institutions; she then triangulated the interview data with an
analysis of the institutional strategies. Her results showed that the significant challenge in
the implementation process is the potential lack of perceived legitimacy of the plan and
the lack of alignment to national higher education policy goals and existing institutional
practices. The author also highlighted the importance of shared internal support and the
perceived ability of the personnel to carry out strategic plans. In general, good practices
and challenges in strategic implementation were mostly tied with the internal structures,
personnel, and processes of the institutions.
Buy-In from Middle-Level Managers
Guth and MacMillan (1986) famously stated that middle managers who are
convinced that their self-interest may be minimized are prone to not only subvert a
strategy or downgrade the value of its implementation but also entirely undermine the
strategy. However, this perception has changed since more and more research has been
conducted on the role that middle managers play in the implementation of the strategy
(Johansson & Svensson, 2017). Middle management and staff must be engaged
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throughout the planning process for them to develop the abilities and capacities needed to
implement the plans (Goldman & Salem, 2015). They are also often in charge of
allocating resources and coordinating the different moving parts within internal
processes. As such, they can make significant contributions to the efficiency of strategy
implementation by effectively organizing operations (Kohtamäki, 2010). Committed
middle managers have been proven to generate positive effects on the organization as
they provide a unique link between the top management and the employees who are
working on the organization’s day-to-day operations (Öberg & Stenlöf, 2018).
Miller, Hickson, and Wilson (2008) presented a multi-case, mixed-methods study
of decision-makers’ role in strategy formulation and implementation. The authors sought
to answer four questions throughout their study
1. How much involvement is there in the making and implementation of
strategic plans?
2. To what extent are there any patterns of involvement across organizations?
3. How far is participant involvement in making decisions continued into
implementation?
4. To what extent is there a core group of interests (actors) that are involved and
influential in both decision-making and its implementation (pp. 608-609).
Miller, Hickson, and Wilson (2008) found that it typically takes a year to
formulate a strategic plan and an additional two years, at minimum, to implement it.
According to them, it is in this linkage of time that “underlines the wide-ranging and
long-term connection between these interests and core strategic activities in
organizations” (p. 613). Through narrative accounts, open-ended discussions, interviews,
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and surveys, Miller, Hickson, and Wilson determined the role of core interests over
decision-making and strategic planning. Again, the CEO and the four core interests of
production, finance, supply, and marketing/sales dominate strategic planning. The
authors found, however, “the situation changes when it comes to influencing over the
implementation stages…as implementation details become the responsibility of internal
interests” (Miller et al., 2008, p. 610). The authors also observed that fewer interests
participate in plan implementation, while the influence of those interests increases
between the implementation stages. Concerning this increased influence, they conceded,
“one explanation may be that it simply takes more pressure actually to get things done
than to decide they should be done” (Miller et al., 2008, p. 615).
Ukil and Akkas (2017) studied success factors for successful change by
examining branch managers and department heads, whom they defined as middle-level
managers of selected private and commercial banks in Dhaka, Bangladesh. The authors
found factors such as the relationship with top management, being involved in strategic
thinking, role identity, and ability to apply skills to be imperative for effective
implementation. They believed that their findings indicated that middle-level managers’
involvement in strategic decisions resulted in the organization’s effective implementation
of strategic change.
Johansson and Svensson (2017) studied strategy implementation and the role that
middle managers play in the process. The authors highlighted that no strategy would be
beneficial to any company if it cannot be successfully implemented. However, the
authors emphasized that the role of middle management has long been neglected. They
aimed to provide an understanding of how middle managers actively operate within the
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process of strategy implementation through a descriptive study. Their findings suggested
that middle managers are crucial for the implementation process because they hold a
unique position as they translate strategies into everyday actions, guide and engage their
subordinates who execute these actions and provide follow-up and information about the
status of the implementation.
Through an exploratory case study, Brunnekreeft (2019) also studied the role of
middle managers in putting strategy into practice. The author conducted 15 semistructured in-depth interviews with five different research groups comprising middle
managers and employees across different clusters within one business unit. The author
similarly found that middle managers are essential in translating the plan into strategic
tasks and in monitoring whether the strategic plan is being implemented. Middle
managers are expected to monitor the activities present in the strategic plan actively and
provide frequent feedback on what has been done and still needs to be done to achieve
particular strategic objectives (Brunnekreeft, 2019). Brunnekreeft also claimed that the
middle manager is also expected to promote the value of the strategy and exhibit his/her
seriousness about the implementation through his/her behavior.
Impediments to Change
According to Bhandari (2013), many of the people who are essential in the
implementation of strategies have little to do with the development of the strategy;
therefore, they are likely to be uninvolved in the work that was put into formulating the
processes being introduced to them. If managers are unable to communicate the mission,
objectives, strategies correctly, and their importance to the organization, employees are
likely to be resistant to change. Although change is often intended to benefit the
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organization and its employees, employees may have the natural reaction to resist change,
because change may produce a range of reactions that are inherent to the uncertainty
introduced by such changes (Cornescu & Adam, 2016). This resistance represents an
obstacle to any change initiative as it can lead to a high degree of ambiguity, a lack of
participation, and the transmission of incorrect information across the organization
(Cornescu & Adam, 2016). Resistance to change is one of the impediments to the
successful implementation of strategic plans, which could lead to stagnation within the
higher education system (Ukil & Akkas, 2017). Some vital leadership skills that are
required at all levels of an institution to ensure strategic planning success and
implementation efficacy include planning and organizing, coordinating, analyzing and
synthesizing, facilitating group work, individual and group communications, and similar
traits and abilities (Halley-Boyce et al., 2013).
Moreover, Öberg and Stenlöf (2018) stated that one of the significant roadblocks
to strategy implementation is the managers’ inability to manage change. The authors
stated that the effectiveness of strategy implementation is hinged on the ability to manage
change and the potential resistance to change. As middle managers are tasked with the
role of envisioning change and motivating their subordinates to help enact those changes,
middle managers’ potential resistance to their superior manager’s initiatives may impede
the success of strategic implementation (Öberg & Stenlöf, 2018). The overall corporate
governance must be genuinely committed to enacting the changes needed and entirely
encourage every single level to implement the strategy successfully. By achieving a
successful agreement between managers, stockholders, and employees, the organization
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can simplify the implementation process and drive the organizational change aligned with
shared priorities and visions (Öberg & Stenlöf, 2018).
Chedrawi and Sayegh (2016) also studied the role of middle managers in the
change process with a focus on the adoption of new management tools, reorganization,
and the modernization of the organization. The authors analyzed data from the National
Archives Center to understand how upper and middle managers responded to
organizational changes and potential resistance from their subordinates. The authors
highlighted that change is a critical challenge for leaders and that it is a challenge for any
leader in maintaining organizational stability while introducing strategic plans for
transformation. They highlighted that these changes might pose technical, political,
financial, and organizational challenges that the manager must handle. They emphasized
that middle managers, who are characterized by a more ambivalent position in the
organization, seem particularly concerned concerning organizational changes. However,
they play a critical role in disseminating information to various internal and external
stakeholders and may be considered as change facilitators. It is, therefore, crucial for
senior management to support them directly and create a positive dynamic with them to
attract their support despite their initial resistance (Chedrawi & Sayegh, 2016).
Research shows that managers introducing any sort of change must identify the
readiness of the organization as well as identify any potential and actual sources of
resistance that may impede the process (Sullivan, Kashiwagi, & Lines, 2011). Akins et
al., (2019) critical case study identified barriers to implementing change at Kennesaw
State University. While they identified several barriers to implementing change, they
specifically mentioned a change in leadership to affect willingness to implement change
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negatively. Beer and Eisenstat (2000) noted that strategic plans lacking direction, plans to
lack a specific idea of the weaknesses and strengths of the organization, plans lacking
integration, and plans lacking refinement by leaders are likely to fail. The authors
attributed the underlying causes of these failures to what the term “silent killers.” Their
six silent killers are (a) lazy senior management, (b) a lack of clear direction with
specified priorities, (c) an ineffective management team, (d) a lack of effective vertical
communication, (e) scope creep, and (f) inadequate leadership and development at lower
levels of management.
Communications
Halley-Boyce et al. (2013) stated that communication is perhaps one of the
essential absolutes of leadership and is key to the success of any organization. They noted
the importance of communications downward, upward, and laterally in aligning attitudes
and efforts with strategic goals. Many other authors similarly reinforced the role of
communications in successful plan implementation (Brunnekreeft, 2019; Cadwallader et
al., 2009; Johnson, 2004; Kohtamäki, 2010; Mitchell et al., 1999; Omuse et al., 2018;
Thompson & Strickland, 1995). A lack of communication between and among the top
management, middle management, front-line managers, and employees may lead to a gap
between the formatted strategy and the executed strategy (Öberg & Stenlöf, 2018).
Nataraja and Bright (2018) found that leaders desired more people to be involved in the
process and that they preferred an in-house process over outsourcing. When lacking clear
and concise communications, an organization’s employees are apt to act contrarily to its
mission and vision (Johnson, 2004; Mitchell et al., 1999; Thompson & Strickland, 1995).
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Furthermore, effective communication is necessary for an organization during
strategy implementation because a proper team must be constituted, which further entails
discussing and debating the effectiveness of the plan that is being implemented within the
organization (Omuse et al., 2018). Johnson (2004) stated that savvy executives ensure
that the importance of the developed strategy and its proper implementation is
continuously communicated to the lower-level managers and the employees, thereby
connecting strategic initiatives to required changes at all levels. New plans and policies,
goals, and objectives require “changes in behaviors, rules, skills, and priorities” (Johnson,
2004, p. 5). It is incumbent upon leaders and managers at all levels to communicate these
new requirements and expectations clearly and accurately to employees.
The literature shows that middle managers can be maximized by capitalizing on
their role as a foundation in communication (Johansson & Svensson, 2017). As most
senior managers do not actively participate in the organization’s day-to-day operations,
the middle managers serve as the crucial vehicle for informing employees of the
organizations’ goals, missions and priorities (Hirte, 2018). Middle management
communication is crucial, and if they possess the necessary communication skills, they
can influence various elements of the implementation process. By being good
communicators, middle managers do not only facilitate the process but also nourish
commitment across the company by engaging the employees to improve their
participation in the strategic implementation process (Johansson & Svensson, 2017). In
the context of universities, Omuse et al. (2018) found that there is a strong positive
significant relationship between adequate communication and strategic plan
implementation. The authors highlighted that universities need to be committed to
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ensuring efficient communication channels are in place for information to move across
departments smoothly, further ensuring the smooth execution of the required duties
(Omuse et al., 2018).

Theoretical Framework
During my review of the literature, I encountered various articles and texts that
provide different theoretical frameworks associated with their accompanying models,
which are intended to address why some strategic plan implementations succeed and why
some fail. Some of the studies with theoretical underpinnings include Drucker’s (1954)
The Practice of Management; George’s (1992) The Baldrige Quality System;
Mintzberg’s (1993) The Pitfalls of Strategic Planning; Kaplan and Norton’s (1996) The
Balanced Scorecard; Johnson’s (2004) Execute Your Strategy – Without Killing It;
Neiman’s (2004) Execution Plain and Simple; Crittenden and Crittenden’s (2008)
Building a Capable Organization: The Eight Levers of Strategy Implementation; Taplin,
Clark, Collins, and Colby’s (2013) Theory of Change Technical Papers; and Schneider’s
(2015) Analysis of Management Practice Strategic Planning: A Comprehensive
Approach. Underlying all of these authors’ theories and models is a common
characteristic: change. As a result, I posit that strategic plan implementation represents
changes in policies and procedures that can help institutions achieve their institutional
goals. To frame strategic plan implementation from the lens of organizational change,
the theoretical framework underpinning this study is Fogg’s (2009) behavior model and
Fogg’s (1999) strategy implementation.
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Framework Selection
Extensive research has been conducted concerning the development of strategic
plans (Abdel-Maksoud, Elbanna, Mahama, & Pollanen, 2015; Alqahtani, 2016;
Crittenden & Crittenden, 2008; Mintzberg, 1993; Thompson & Strickland, 1995).
Research in this area has been conducted among various businesses and industries, but
little has been accomplished in the realm of higher education. There have, however, been
studies conducted overseas (Elbanna, 2012; Obeidat, Al-Hadidi, Tarhini, & Masa’deh,
2017; Ukil & Akkas, 2017) where the educational and social systems differ significantly.
Furthermore, limited research has been conducted in higher education on the importance
of buy-in from middle-level managers, which can be limited by their potential resistance
to organizational changes and failures in communication (Brunnekreeft, 2019; Cornescu
& Adam, 2016).
The organizational change literature dictates that people play a unique role in the
process and that they can serve as agents of this change or obstacles to it (Akins et al.,
2019). George (1992) theorized that internal factors dictate a firm’s need and reluctance
to change or adapt. These factors include the abilities and competence of the firm’s
leaders and managers, the usefulness and timeliness of performance data and information,
quality assurance and quality control applied to processes and products, effective human
resource development and management, and stakeholder focus and satisfaction. For
George, these five factors interact internally in a complex and recursive manner.
Collectively, they dictate a firm’s willingness or reluctance to change. In Mintzberg’s
(1993) conception of strategic management, strategic planning is a fallacy. It should
instead be looked at as a process of formalizing the potential consequences of strategies
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that have already been developed. Based on this conception, strategic planning is an
oxymoron as it cannot enable formal procedures that can help forecast discontinuities or
inform detached employees to create novel approaches to problems. Mintzberg’s
conception of high-level strategizing through visioning and learning appears feasible in
the case of start-up firms or the case of unanticipated events.
Taplin et al.’s (2013) theory of change is process and product and may be
considered as more of a pragmatic methodology than as a theoretical model. The
theory’s methodology spells out program logic, defines long-term goals, and then uses
reverse engineering of an existing program to determine the antecedent conditions
required for success. By understanding the antecedent condition of an underperforming
program, a new program is engineered to permit the achievement of those same longterm goals. In essence, a theory of change describes the types of interventions that are
tied to an outcome that is arranged graphically in a causal framework. It provides a
working model against which hypotheses and assumptions about what actions will best
produce outcomes in the model can be tested. The model allows managers to model
causal pathways that can help them assess factors that can lead to the success or failure of
their strategic plans.
Fogg’s (2009) Behavior Model (FBM) shared a different way of comprehending
the drivers of human behavior by asserting that for the desired behavior to occur, a person
must first have sufficient motivation, supported by sufficient ability, and spurred by a
valid trigger. He purported that all three factors must be present at the same time for
changes to take place as desired. I apply the premise of the model to organizational
change. The framework can give insight into the process of change in many domains and
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is relevant in encoding experiences that change behaviors (Fogg, 2009). FBM is based
on the theory that behaviors need ability and motivation, and that as both factors increase,
it is likely that the intended behaviors will be implemented (Stephens, 2011). Following
the model, this study will analyze the extent of the communications from middle-level
and upper-level management to participants and how these influence the three factors of
the behavior of relevant stakeholders in the implementation of strategic plans.
In summary, I have selected a theory of change as expressed through Fogg’s
(2009) model as the theoretical framework for this study. Of the several alternative
models I have presented, I selected four for detailed analysis. Among the two theories
that directly focus on change, Fogg and George (1992), I find Fogg’s approach to
explaining change more explicitly than that of George’s, and, therefore, adopt Fogg’s
framework as my guiding theoretical model. More specifically, I will look into the
factors that facilitate or inhibit the implementation of the COE’s strategic plan in three
targeted realms: (a) buy-in from middle-level management, (b) communications, and (c)
impediments to change.
Framework’s Applicability to the Research Problem
FBM was used as a framework of the study in examining the implementation of
the strategic plan in the COE. FBM shows that three elements must converge at the same
moment for a behavior to occur: motivation, ability, and a prompt. When a behavior does
not occur, at least one of those three elements is likely to be missing. The model has
typically been used in the organizational context for analyzing employees’ responses to
new technologies, which require them to make drastic changes in the manners of their
work and thinking (Oldenhave, Sauren, Van der Weide, & Hoppenbrouwers, 2018).
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Fogg's (2009) framework is relevant to the research questions, as it requires the
identification of the forces and pressures internal to the COE that may facilitate or
impede implementation. Once identified, the importance of each force upon
implementation can be assessed and the overall extent of implementation efforts inferred.
As such, they are using FBM could aid in providing more insight into mechanisms on
how committee members and leaders could obtain buy-in from middle-level managers in
implementing strategic plans in higher education administration.
FBM will act as empirical support to the examination of strategic plan
implementations in the COE. Through the various pools of literature that will be
discussed in the succeeding pages, this study will result in an extension of scientific
knowledge relative to that of building and implementing an effective strategic plan in
HEIs. The forces associated with the attitudes, abilities, and roles of middle-level
managers will be identified and assessed as to their impact on the implementation of the
strategic plan. Similarly, impediments to implementation will be determined as to the
extent impediments degrade implementation effectiveness. Lastly, the quality and
quantity of communications between top-level management and middle-level managers
and of that between committee leaders and their committee members will be critiqued as
to its value to or degradation of implementation efforts. Once the study is completed, and
I have identified the forces both supporting and hindering implementation, I will then
apply FBM to suggest, if not determine, whether implementation was successful or if it
fell short. I am confident that Fogg’s (2009) framework will be valuable to this study as
it is change-based and pragmatically driven.
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Assumptions Underlying the Theoretical Framework
At least two assumptions are inherent in Fogg’s (2009) model. The first
assumption is that I, as a researcher, can identify most, if not all, of the internal forces
acting as motivation to either establish the strategic plan or to impede its implementation
from the data sources. The second assumption is that, based on the data sources, I can
make the connection between the magnitude, importance, and impact of motivation and
ability to implement. In qualitative research, unlike in quantitative research, absolute
quantities or values are far less critical than are relative ones.
In terms of the first assumption, the identification of all or most of the internal
forces acting as motivation for or against implementation, it is only necessary to identify
the relative magnitude of the internal forces as either favoring or disfavoring
implementation. Thus, the first assumption can be overcome. Concerning the second
assumption and the need to assign magnitudes to each of the internal forces, absolute
values can be overlooked in favor of the relative values. Thus, all that is needed is the
conclusion that the net ability of the internal forces is either for, against, or neutral toward
implementation. Thus, the second assumption can be overcome.

Synthesis of Findings
The literature reviewed in this chapter has an application to the purpose of the
study and the research questions to be answered in this study. These applications include
providing background information on the fundamental concepts; gaining an
understanding of strategic management and planning, particularly within the context of
HEIs; providing insight on the literature focusing on strategy implementation; and
literature appropriate to the focus of this study: buy-in from middle-level management,
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impediments to change, and communications. Collectively, the literature provides a
coherent, relevant, and thorough discussion of topics relating to the focus of this study.
There is a volume of information drawn from the experience of business and
industry related to strategic management, strategic implementation, and my specific
interests of buy-in from middle-level managers, impediments to strategy implementation,
and communications. There is, however, a dearth of similar material drawn from the
field of higher education (Policano, 2016; Simyar & Osuji, 2015). This study synthesizes
the limited research on strategic management among HEIs with the available and
applicable scholarship from business and industry. It applies that scholarship to the
specific context of the select southern university COE.
From my review of the literature, two themes stand out. The first is the usefulness
of a SWOT analysis or the identification of organizational strengths and weaknesses and
the assessment of external (environmental) opportunities and threats. The external
environment as perceived by the top team is likely different from that of middle-level
management, and different from that of the employee and worker (Abdel-Maksoud, et al.,
2015; Recardo, 2016; Simyar & Osuji, 2015). Second, the validity of the concept
“involvement leads to commitment” is readily evident (Beer & Eisenstat, 2000; Florida &
Goodnight, 2005; Miller et al., 2008). Participation by stakeholders in strategy
formulation helps ensure that no view is unintentionally overlooked or intentionally
ignored. Accounting for all views and viewpoints promotes buy-in through consensusbuilding and facilitates implementation as stakeholders now have a vested interest in
ensuring the plan’s success (Elbanna & Fadol, 2016; Halley-Boyce et al., 2013; Mitchell
et al., 1999; Thompson & Strickland, 1995). Another trend evident in the literature is
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that the use of strategic planning is expanding beyond just business and industry
(Policano, 2016). More and more non-profit enterprises, such as colleges and
universities, do strategic planning, as do non-governmental organizations and service
sector firms (Elbanna & Fadol, 2016; Kaplan & Norton, 1996; Schneider, 2015).
Lastly, the literature emphasized a pattern of a failed implementation. As already
noted, around 60 percent of strategic plans are never implemented (Johnson, 2004;
Kaplan & Norton, 1996; Obeidat et al., 2017). Researchers have realized that failed
planning leads to failed implementation (Beer & Eisenstat, 2000; Crittenden &
Crittenden, 2008; Fogg, 1999; Johnson, 2004; Thompson & Strickland, 1995).
Furthermore, unmotivated, uninformed, and disinterested implementers also contribute to
failed implementation (Johnson, 2004; Mitchell et al., 1999; Thompson & Strickland,
1995). Strategic planning divorced from implementation typically fails, as well
(Crittenden & Crittenden, 2008; Fogg, 1999; Johnson, 2004; Thompson & Strickland,
1995).
Models of strategy implementation are generally consistent in presenting robust
and engaged leadership, positive attitudes, and willing involvement as factors and
processes that enable implementation (Beer & Eisenstat, 2000; Crittenden & Crittenden,
2008; Johnson, 2004; Mitchell et al., 1999). Furthermore, the literature is consistent in
that, when strategic plans include implementation guidance, they are typically more
successful than plans lacking such instructions. Lastly, the literature is consistent in that
leader, manager, and employee apathy, lack of motivation, and fear of change diminish, if
not disabled, the effectiveness of strategy implementation.
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Research shows that only 30% to 40% percent of strategic plans get fully
implemented, and therefore, can be considered successfully implemented (Crittenden &
Crittenden, 2008; Johnson, 2004; Kaplan & Norton, 1996; Obeidat et al., 2017). That is,
a significant percentage of plans fall short of full implementation or are instances where
implementation never begins. These shortfalls often occur in either of two ways (Kaplan
& Norton, 1996; Policano, 2016; Thompson & Strickland, 1995). The first instance
occurs during the writing of the strategic plan, where implementation is overlooked or is
considered separately. The divorce of implementation from planning is often
problematic. The second instance occurs when implementation falls short because the
implementer is hesitant or unwilling to cooperate (Cadwallader, Jarvis, Bitner, & Ostrom,
2009; Fogg, 1999; Mitchell et al., 1999). Energetic and engaged leadership at all levels
during both planning and implementation is critical to successful implementation. The
lack of interest or involvement at any level of leadership or management, may render the
implementation impotent (Beer & Eisenstat, 2000; Policano, 2016; Thompson &
Strickland, 1995).
It is the responsibility of top management to ensure strategic planning aligns with
the organization’s mission, vision, goals, and objectives. Plans that violate the firm’s
beliefs, values, and ethics may also struggle with implementation (Beer & Eisenstat,
2000; Crittenden & Crittenden, 2008; Kaplan & Norton, 1996; Mitchell et al., 1999).
Ultimately, it is the individual employee who implements. Motivated, enthusiastic,
informed employees facilitate successful implementation, while reluctant or obstinate
employees hinder, or even kill, it (Cadwallader et al., 2009; Crittenden & Crittenden,
2008; Mitchell et al., 1999; Thompson & Strickland, 1995).
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The literature also presents some inconsistencies that limit the applicability of
some scholarship. Differences in internal culture and external environment limit the
usefulness of some literature (Alqahtani, 2016; Elbanna, 2012; Obeidat et al., 2017). For
example, in Guo, Huy, and Xiao (2017), managers involve themselves directly with
outside stakeholders, such as suppliers or even local government officials. These
functions are typically centralized in the United States and Europe. This difference in
responsibilities restricts the usefulness of some research from overseas. Similarly, a
different culture, such as those of the Middle East, can present outcomes contrary to most
US- and European Union-sited research. One such anomaly is Obeidat et al.’s findings
that people did not play a statistically significant role in strategy implementation.

A Need for Further Study of Strategic Implementation
Extensive research has been conducted concerning the development of strategic
plans (Crittenden & Crittenden, 2008; George et al., 2019; Thompson & Strickland,
1995). Research has been conducted in business and industry, but little research has been
accomplished in the realm of higher education. The research on strategic management in
higher education tend to focus on the impact of strategic plans (Immordino, Gigliotti,
Ruben, & Tromp, 2016; Nataraja & Bright, 2018) and a more high-level analysis of
success and failure factors (Goldman & Salem, 2015; Omuse et al., 2018). There have
also been various studies conducted overseas (Elbanna, 2012; Obeidat et al., 2017; Ukil
& Akkas, 2017); however, educational and social systems may differ significantly.
Moreover, the research on the importance of buy-in from middle-level managers and how
this can affect the implementation of strategic plans in HEIs is lacking.
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All of the reviewed literature embraces some aspects of the theory of change. In
some literature, the connection to readiness to change is made evident by the authors. In
most literature, however, change is implied and never explicitly mentioned. This review
of the literature shows a need for additional research into the implementation of strategic
plans to capture the perspectives of middle managers during periods of change and gain
insight into the importance of their buy-in and effective communication to the strategic
implementation process (Hatherill, 2017; Öberg & Stenlöf, 2018). According to Öberg
and Stenlöf (2018), by investigating other organizational structures, we can gain more
insight into bettering the engagement of middle managers in strategic implementation.

.

CHAPTER 3
STUDY METHODS AND PROCEDURES
Stake (1995) stated that a case study could be used to understand a problem, a
concern, or a specific issue. The methodology used in this study is qualitative. The use
of the qualitative method is expected to yield information that is relevant to the evident
behaviors of the participants (Taylor, Bogdan, & DeVault, 2015). The qualitative
approach gives the participants the freedom to narrate their experiences and their
perceptions on the process of strategic implementation within their organization and how
various factors influence the implementation of their strategic plans (Eriksson &
Kovalainen, 2008) while giving the researchers more flexibility for understanding the
participants’ motivations, attitudes, and behaviors (Barnham, 2015). Whereas,
quantitative methodologies are often used to validate a given hypothesis through
experimental or non-experimental analysis using a range of measurable variables
(Rutberg & Bouikidis, 2018). Because this study is concerned with interpreting and
having an in-depth understanding of the case with a focus on perspectives and
experiences, the qualitative approach was deemed to be more suitable for this study.
Qualitative approaches are considered to be more suitable when dealing with matters of
the human experience (Merriam & Tisdell, 2015).
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A case study is an in-depth approach that is applied to a particular context and
requires the researcher to search for patterns and causes of behavior to gain insight that
can be applied to similar cases. The approach is a systematic inquiry into a particular
event or a set of related events to explain a phenomenon of interest (Bromley, 1990).
According to Yin (2009), it is an empirical inquiry into a contemporary phenomenon
within its real-life context and in which different sources of evidence are utilized. Yin
further highlighted that case study designs are best utilized when attempting to answer
“how” and “why” questions and when the researcher cannot manipulate the behavior of
the participants involved in the study. It is best for when the researcher cannot divorce
the phenomenon from its relevant context. Fogg's (2009) Behavior Model was used as
the framework for this case study, which provided an opportunity to emphasize the
process of change by the initiative committee members.
Fogg's (2009) Behavioral Model posits three elements must converge at the same
moment for a behavior to occur: motivation, ability, and a prompt. When a behavior does
not occur, at least one of those three elements is likely to be missing. Previously, Fogg
(1999) claimed that an organization in equilibrium would remain in equilibrium until
impacted by an internal or external force greater than the organization. This concept
applies as well to an organization in motion. An organization in motion will remain in
motion until acted upon by force great enough to change the motion. In Fogg’s
Behavioral Model, this force translates to motivation and ability.
Learning the participants’ perception of their involvement in implementing the
strategic plan of a COE may be helpful to other administrators in higher education,
seeking to implement a strategic plan. The case study specifically addressed participants’
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experiences with strategic implementation, with particular focus on identifying the
leaders and how they came to their leadership positions, the participants’ perceived value
assessed to the implementation process, as well as, the drivers for that value, and quality
of communication across all levels.

Research Questions
The phenomena being investigated in this study are participants’ experiences with
strategic implementation, with particular focus on identifying the leaders and how they
came to their leadership positions, the participants’ perceived value assessed to the
implementation process, as well as, the drivers for that value, and quality of
communication across all levels. The following research questions guided the current
study:
RQ1: Who were the leaders of the strategic plan process?
RQ2: How did they come to be the leaders of the strategic plan process?
RQ3: What is the relationship between the leaders and the actual leadership
hierarchy?
RQ4: How connected were the participants to the strategic plan [implementation]
process?
RQ5: To what degree did the participants value the strategic plan
[implementation] process?
RQ6: What were the drivers for valuing the [implementation] process?
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Research Design
To achieve the goals of this study, I utilized an instrumental case study approach
(Stake, 1995) using clearly defined boundaries (Creswell, 2013) at a select southern
institution’s COE. The boundaries were defined to be the COE post strategic plan
development and implementation.
The foci are centered around the participants’ experiences with the overall quality
of communication throughout strategic implementation. There was a specific focus on
identifying the leaders and how they came to their leadership positions and also a focus
on the participants’ perceived value assessed to the implementation process as well as the
drivers for that value.
I utilized interviews and a review of artifacts to describe the implementation of
the strategic plan in the COE. Artifacts included drafts of the strategic plan, the final
strategic plan, emails between committee members, meeting agendas, and meeting
minutes. I aligned and focused my interviews on the participants’ recollection of their
involvement in the strategic plan implantation.

Population and Sample Selection
The population for this study included staff members of the COE at a select
southern university. The context was a four-year research university with selective
admissions. I identified participants through a review of the strategic planning committee
assignments. To recruit the sample for the study, I emailed the entire population for
whom I was able to locate contact information. Two of the committee members were no
longer employed at the university, and I was not able to successfully locate contact
information for them. The committee members represented six units within the COE. A
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committee was a group of employees of the COE, assigned or elected, with the task of
implementing the strategies or determining the benchmarks for implementation
associated with the committee task. The committees included the following: (a) Quality
Personnel; (b) Enrollment; (c) Impact; (d) Scholarship; (e) Prominence; and (f)
Operations. There were six members on Quality Personnel, nine members on
Enrollment, six members on Impact, eight members on Scholarship, six members on
Prominence, and seven members on Operations.

Data Collection
I employed two standard qualitative research methods to collect data for this
study: interviews and a review of relevant documents. An email was sent to all 40
available committee members requesting artifacts from the strategic planning process.
The email included a detailed description of the study and the expectations of the
participants (see Appendix A).
I received 20 responses with artifacts or a description of participation. After three
weeks, I again emailed all 40 available participants to request a face-to-face interview or
a phone interview (see Appendix B). I waited for three weeks to follow up as I was still
intermittently receiving responses to my request for artifacts. I followed up the emails
with phone calls to participants who did not respond to the initial email with the desired
interview time or declined to participate. Three participants declined to participate via
email, phone call, or face-to-face notification. Five were unavailable for an interview
during the timeframe of this research. The remaining 19 faculty and staff members did
not respond to email or voicemail. Thirteen participants agreed to participate in the study.
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I anticipated that I would receive informed consent from all respondents that sent
documents, and that did not happen. I reviewed the documents that I received and found
them to be publicly available. I obtained signed informed consent forms from 13
participants who agreed to an interview. I scheduled and interviewed 11 of the
participants face-to-face and two participants over the phone. I used an audio voice
recorder to record the interviews and contracted a third-party transcription service to
transcribe the audio recordings into print-form for analysis. Artifacts included in this
case study included the strategic plan drafts, the final strategic plan, email
communication between committee members, and any committee meeting agendas and
minutes.
This sample was chosen because the COE had gone through the process of
designing and implementing a strategic plan. The criteria and case were complex. I was
aware of the complexity because I worked in a different department at the same
University. My employment did not require involvement with the process, but I was
engaged in the process through senior administration in the COE.

Role of the Researcher
Glense (2011) stated that as a researcher “you focus on the complexity within the
case, on its uniqueness, and its linkages to the [larger] context of which it is a part” (p.
22). As a researcher, and despite potential biases, I believe I was positioned to meet
Glense’s focus on this research. I offer the following justification for my assertions. I
had no prior biases toward or against strategic planning itself. However, it is still
possible that I maintained unintended, unrecognized mannerisms that can induce bias into
the data I collect. As a student within a COE, I was familiar with responsibilities and
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expectations for the participants. For this research, I selected a southern university near
my academic work; therefore, I was familiar with many of the participants in a
professional capacity. I have worked in athletic administration for 14 years. The nature
of this work requires partnerships with several entities. As such, I am a co-director for a
program with a faculty member in the COE.
In a previous position, I participated in the strategic planning committee for three
years and served as a committee chair in the fourth year. During the three years, I served
on a different initiative each year, giving me a well-rounded experience with our specific
strategic planning process. I avoided these potential biases by remaining aware of and
neutral in my listening and questioning. I was ever mindful of my own biases on or with
issues. By remaining aware of my personal biases, I kept them from interfering with my
listening and note-taking. In light of these controls, I am confident I satisfied Glense’s
(2011) challenge to maintain integrity in qualitative research. I understood the
complexity of the case and have shaped a methodology that complies with the
complexity. I recognized the case’s uniqueness, but also believed the case would have
future value beyond the COE by sharing its learning points with the broader academic
community through its dissemination in academic journals.

Data Analysis
I analyzed the data using codes developed from etic and emic issues (Stake,
1995). Etic issues are those that come from the outsider’s viewpoint and are planned or
previously identified in the literature. Etic issues include the constructs identified as buyin from middle-level management (Brunnekreeft, 2019; Goldman, & Salem, 2015;
Johansson & Svensson, 2017; Kohtamäki, 2010; Miller et al., 2008; Öberg & Stenlöf,
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2018) communication (Halley-Boyce et al., 2013; Hirte, 2018; Johansson & Svensson,
2017; Johnson, 2004; Mitchell, Coles, & Metz, 1999; Omuse et al., 2018) and
impediments to change (Beer & Eisenstat, 2000; Bhandari, 2013; Chedrawi & Sayegh,
2016; Cornescu & Adam, 2016; Öberg & Stenlöf, 2018; Sullivan, Kashiwagi, & Lines,
2011). These issues were developed based on the review of the literature on this method
of analysis. Emic issues are from the participant’s perspective and emerge through the
process of data analysis, and are identified in the first phase of coding. I included the
newly emerged issues as codes. Chapter four contains a complete list of the codes. I
used ATLAS.ti qualitative data analysis software to assist in analyzing and coding the
data. To stay familiar with the data, I reviewed the transcripts upon receipt and again
before coding and data analysis. Codes were defined within ATLAS.ti data analysis
software. I attached corresponding paragraphs, single lines, or individual words within
the transcripts. Coded data included interview transcripts, researcher memos, and
artifacts, such as meeting minutes, agendas, and the strategic plan. I then went back to
determine if repetitive codes could be eliminated or combined. ATLAS.ti data analysis
software program allowed me to store and review data. Extracting the appropriate
meaning from interviews and collection of artifacts then became the critical element of
data analysis. I triangulated data by comparing interview transcripts to artifacts I
collected to substantiate differing means to achieve the most accurate meaning (Bogdan
& Biklen, 2007; Stake, 1995). I developed themes from the codes and the triangulation
of data. I triangulated data by comparing participant interviews and reviewing them
against emails, meeting minutes, and the strategic planning documents. I identified four
themes to be discussed in the following chapter.
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Ethical Considerations
The data collection for this study includes interviews with the participants;
therefore, a full review by the Institutional Review Board (IRB) was needed. Moreover,
it is essential that participants realized that confidentiality and anonymity were of
paramount concern to me. Thus, I sent informed consent forms to each of the
participants before the interview or obtained informed consent before conducting the
interview. The informed consent (IC) form is a strictly enforced requirement of the IRB.
The IC form includes a request of the participants' written notices of participation, a
description of the study’s purpose, and a description of the role of the participants in this
study. Critical points of the letter included the following: (a) identification of researcher;
(b) purpose of study; (c) authorization to conduct the research; (d) eligibility for
participation; (e) participants may withdraw anytime by phone call, face to face, text, or
email; (f) interview process; (g) permission to record and subscribe interviews; (h)
participation is voluntary; and (i) potential risks.
The participants selected for the current study were all volunteers. If the selected
participants decided not to partake in the investigation, they could do so without any form
of reprisal. This notice was also contained within the informed consent form (see
Appendix C). They are given full control over the level of information that they wish to
disclose and will be given the liberty to refuse to answer any question they wish not to
answer. The participants will also be encouraged to ask any questions they have on any
aspect of the study. Transcripts of the interview and the results of the data analysis will
be provided for the participants. They may then review the contents and request to omit
any information they do not want to be included in the study. All of the participants’
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personal information will be kept confidential, and all of the collected data will be safely
stored within an undisclosed location and destroyed five years after the publication of this
research.

Summary
This research was an instrumental case study to provide insight into the
implementation of a COE’s strategic plan. Study observations specifically addressed
identifying the leaders, and how they came to their leadership positions, how the
participants’ perceived value assessed to the implementation process, as well as, the
drivers for that value.
This study was an instrumental (Stake, 1995) case study using the clearly defined
boundaries (Creswell, 2013) of strategic plan implementation. This study focused
specifically on two areas. Individual interviews and collection of artifacts (Stake, 1995)
allowed me to gain an in-depth knowledge of the strategic plan implementation process
with the added ability to triangulate the data collected, better verifying its accuracy
(Stake, 1995).

.

CHAPTER 4
RESULTS
This study focused on investigating participants’ experiences with strategic
implementation with a particular focus on their perceived importance of the degree to
which they valued the process and quality of communication across all levels.
Implementation of a strategic plan often results in HEIs remaining relevant and efficient
to compete in the higher education system (Raluca & Alecsandru, 2012). However,
strategic plans in HEIs often remain unfinished and meet failure during implementation
(Crittenden & Crittenden, 2008; Fooladvand et al., 2015; Johnson, 2004; Mankins &
Steele, 2005; Mitchell, Coles, & Metz, 1999). The results of this study fill the gap in
existing literature (Abdel-Maksoud et al., 2015; Alqahtani, 2016; Crittenden &
Crittenden, 2008; Fooladvand et al., 2015; Halley-Boyce et al., 2013; Mintzberg, 1993;
Thompson & Strickland, 1995) by focusing on implementation rather than the creation of
the strategic plan. The following research questions guided the study:
RQ1: Who were the leaders of the strategic plan process?
RQ2: How did they come to be the leaders of the strategic plan process?
RQ3: What is the relationship between the leaders and the actual leadership
hierarchy?
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RQ4: How connected were the participants to the strategic plan [implementation]
process?
RQ5: To what degree did the participants value the strategic plan
[implementation] process?
RQ6: What were the drivers for valuing the [implementation] process?
This chapter will present the results that answered these research questions. First,
the sample of the study will be described in this chapter. Second, data collection and data
analysis methods will also be presented. The presentation of the results will follow.
Lastly, a summary will be provided to conclude the chapter.

Sample of the Study
The sample of the study consisted of staff involved with a committee for
implementation of the strategic plan from the COE in a four-year research university in
the Southern U.S. with selective admissions. The sample was selected from a population
of 42 faculty and staff members listed as committee members. Of the 42 staff, 40 were
still connected to the university. All 40 committee members were invited via e-mail to
join the study. Fifteen committee members were selected to participate in the interviews;
however, Participants 10 and 11 felt that they did not have adequate experience with the
committee to provide sufficient data. Whatever data were collected from those
participants were returned to them and were not used in this study.
There were six units represented on the initiative committees. The initiative
committees were (a) Quality Personnel, (b) Enrollment, (c) Impact, (d) Scholarship, (e)
Prominence, and (f) Operations.
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Twenty-two participants submitted artifacts; I received artifacts from each
initiative committee, and each unit was represented. Thirteen participants agreed to an
interview. Those participants represented each unit with the exclusion of Unit 5.

The

Impact Committee was the only committee I was unable to interview a representative.
However, I received ample data from the Impact Committee through the request for
artifacts (see Tables 1-3).

Table 1
Committee Breakdown

Unit 1
Representation
Unit 2
Representation
Unit 3
Representation
Unit 4
Representation
Unit 5
Representation
Unit 6
Representation

Quality
Personnel
Committee

Enrollment
Committee

Impact
Committee

Scholarship
Committee

Prominence
Committee

Operations
Committee

2

2

3

5

0

2

2

3

2

1

3

0

1

3

0

1

1

2

0

0

0

1

0

1

0

0

1

0

0

1

1

1

0

0

2

1
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Table 2
Artifacts Submitted

Unit 1
Representation
Unit 2
Representation
Unit 3
Representation
Unit 4
Representation
Unit 5
Representation
Unit 6
Representation

Quality
Personnel
Committee

Enrollment
Committee

Impact
Committee

Scholarship
Committee

Prominence
Committee

Operations
Committee

0

0

2

1

0

1

2

2

2

0

3

0

1

1

0

0

0

2

0

0

0

0

0

1

0

0

1

0

0

1

1

0

0

0

0

1

Table 3
Interviews Conducted
Quality
Personnel
Committee
Unit 1
Representation
Unit 2
Representation
Unit 3
Representation
Unit 4
Representation
Unit 5
Representation
Unit 6
Representation

Enrollment
Committee

Impact
Committee

Scholarship
Committee

Prominence
Committee

Operations
Committee

0

0

0

3

0

0

0

2

0

0

1

0

1

0

0

0

0

2

0

0

0

1

0

1

0

0

0

0

0

0

1

1

0

0

0

0

Data Collection
The data were collected using semi-structured interviews. Before the interviews,
permissions from the Institutional Review Board (IRB) and the selected university were
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obtained. Then, informed consent forms were sent to the participants. The informed
consent form upheld confidentiality and participant anonymity. Only participants who
submitted a signed informed consent form were interviewed. The interviews were either
face-to-face or via phone, depending on the participants’ schedules. An interview
protocol developed from the review of related literature was used to guide the interview,
while follow-up questions were asked as needed. All of the interviews were audiorecorded.
This study utilized two methods for data collection. This information was
obtained through participant interviews. Interviews were semi-structured with relevant
open-ended questions focused on issues developed based on a review of the literature and
in alignment with the research questions (Merriam, 1998). I developed and followed a
protocol with the opportunity for me to ask follow-up questions for clarification (see
Appendix D). All of the interview questions were formulated in a way that allowed free
exploration of the participants’ experiences during the strategic implementation process.
Additionally, I collected artifacts regarding the strategic plans of the COE. The
documents collected consisted of documents that provide information regarding the
developed strategic plan. These documents were emails, strategic plan planning material,
meeting minutes, and meeting agendas. Qualitative data from document analysis can help
provide insight into the common themes and patterns related to the research goals
(Ngulube, 2015). Moreover, data from the document analyses can be used to triangulate
the findings from the other source of data. Through this approach, I can corroborate the
findings of the research (Bowen, 2009).
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Data Analysis
Data analysis involved coding the data based on etic and emic issues, in which
etic issues were identified from the review of related literature, and emic issues were
derived from the data (Stake, 1995). In the review of related literature, gaps in knowledge
were identified in buy-in from middle-level management, communication, and
impediments to change. For emic issues, the data were uploaded to qualitative data
analysis software and then read carefully. Each line in the transcripts was read repeatedly.
In reading the transcripts, chunks of data that appear to be relevant in answering the
research questions were coded. The codes were then clustered together based on the
content. The code clusters were reviewed to develop themes that answered the research
questions. The themes were compared and contrasted against each other and were
reviewed with the raw data to refine the results. The final themes are presented in the
next section.

Results
This section contains the presentation of the study findings. The findings were
based on the coding process that generated themes answering the research questions
concerning the implementation of the strategic plan. The analysis of data revealed four
themes: communication, each unit had its own goals and roles that influenced the college
and university strategic plans, participants assigned value to the process, and challenges
and obstacles. Each theme will be described in the following sub-sections.
Communication Among Participants
The participants mentioned communication as an occurrence among themselves
and with other stakeholders when implementing the strategic plan. The majority of the
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participants stated that communication among committee members generally occurred in
meetings. According to Participant 8, meetings, particularly the first few when starting
the implementation, were generally set up to be face-to-face. Participant 4 believed that
meetings helped assess the needs of each unit. The participant also claimed that meetings
may be time-consuming, but may also show progress in making changes. Participant 4
added that meetings allowed for committee members to “argue” and generate new ideas.
As found by Omuse et al. (2018), discussing and debating the effectiveness of the plan is
a crucial component to implementation. Participant 4 shared:
So, I've got ideas. We've had, quite frankly, a punishing; you know a very
challenging series of meetings to iron out all of these issues and do research on
where we should be. I talk about stuff. Talk about staff share ideas and maybe
even argue a little bit, but that's good because it helps us figure out where we
ought to be and what we can do… So, we have general faculty as well as graduate
faculty meetings that have occurred.
Communication among committee members is imperative to identify the roles
each member will fulfill moving toward implementation. Clear identification of roles
and tasks is necessary to increase employee motivation and implement the strategy
(Cadwallader et al., 2009). This communication will be mobile in all directions, lateral,
upward, and downward.
Participant 8 reiterated that committee members needed to follow through with
what was discussed during meetings to implement the strategic plan properly and
provided meeting minutes (see Appendix E). While not represented through a participant
interview, the Impact Committee provided artifacts that documented communication
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through email. This communication identified specific responsibilities each committee
member would take on, and they further communicated implementation through the
update of the status of their responsibility. Participant 2 reported that communication
involved seeking the approval of the administration. Participant 2 shared an instance of
such communication, “Well, we decided to co-chair the committee and the
[administration] agreed, and we, [co-chair] and I had several, several meetings talking
about how to move forward in the process, and then we called in [outside specialist].” It
is essential to include administration in the implementation of the strategic plan to enable
them to document and present that implementation. Fogg's (2009) Behavioral Model
indicates that ability is necessary for change to take place. While the participants were
capable of implementing the strategic plan, communication about permission gave them
the ability to implement the strategic plan.
In communicating with stakeholders, Participant 12 mentioned the need to
consider their audience. Simyar and Osuji (2015), in their case study of the Nikita
College of Business, found that all stakeholder involvement is essential to include in the
strategic plan. Participant 12 shared that in recruiting new students, communicating
through texting and social media may be more effective than phone calls and formal emails. Texting may also work for other stakeholders, as mobile phones were more
accessible than telephones. Participant 12 shared:
You know I'm also working with [staff member], who is our communications
coordinator for the COE. So, she has all the social media. So, if I need something
pushed out, I can go to her, and she'll come up with something you know because
now it's the messaging. After all, not only because a lot of 17, 19 years old,
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they're not checking emails you know like they need to be. And so, we say okay,
well as while we have the text because if I call them on the phone, they don't
know the numbers, then they're not going to answer. So, they'll respond to a text.
And then you know you can put it on Facebook, Instagram, Twitter, and we can
put the same information out there. You know typically texting is the way we see
it now because now we're really; I mean, if I'm away from my desk, I mean I can
still answer the phone.
Clear communication about the implementation of the strategic plan informs
stakeholders of the institution’s progress toward correctly identified goals. Successful
implementation can communicate an evidence-based commitment to an institution’s
mission.
Communication took place through several mediums. Communication spanning
from plan development throughout implementation took place in formal meetings,
workshops, informal discussions, and email. There was also a reference to a lack of
communication. Omuse et al. (2018) found adequate communication to have a strong
positive significant relationship with strategic plan implementation.
The initial formal meeting was a workshop that served as what Fogg (2009) refers
to as the prompt. Participant 2 described:
So [outside specialist] came up and led that first workshop, and it was an
excellent workshop, and I think that worked as a catalyst for us moving forward
and people being on the same page. And it was good to have somebody from
outside come in rather than the insiders trying to tell other faculty what to do. An
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outside person specializing in strategic planning came and gave us the kind of
framework from which to work on the strategic plan. So, we did that.
Leaders in the Nataraja and Bright (2018) study believed that an in-house process
was better than outsourcing. Participant 2 described a process that included an in-house
process with a consultant involved; however, Participant 8’s experience was more in line
with Nataraja and Bright: “I think the more involvement you get from your laypeople, the
more buy-in that you get when they feel they have a say in everything.” Participant 2
also described how formal meetings continued throughout the implementation of the
strategic plan:
We followed up with [outside specialist] and [co-chair Participant 16], and I had
meetings with [outside specialist] afterward. [Outside specialist] came twice, he
came once at the beginning, and then he came once a year later when we had kind
of initiated a lot of the initial first meetings and then followed up the initial work
at the college level.
Participant 7 recalled the meetings: “We ended that session, and we moved to
follow up sessions just with our committee after that. And so, we would meet to continue
to develop [goals].” Formal meetings happened at all levels. Participant 1 mentioned:
Just yesterday when we were in an administrative council meeting which is,
again, the group of us in the college that head up to the various [units], he's [the
Dean] making a point now on the agenda that he has a couple of the specific
strategic initiatives like goals and objectives; some of the things he'll help put that
on the agenda.
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Email communication was more sporadic for the committees following an initial
email that Participant 8 reported receiving: ‘the [administration] sent out an e-mail with
the different sections of the strategic plan for the COE and then some of us volunteered to
be on certain ones, and then some of us were interested, and I think he placed us on
some” (see Appendix F) Throughout implementation, email communication continued.
Alharthy et al. (2017) found communication to be one of the top factors that influence
strategy implementation. Participant 3 recalled: “And every, like, I guess when the
opportunity presents itself, we get an e-mail depending on what committee we're in to
look over something or just to make a decision about something.”
Informal discussions that furthered implementation took place as Participant 4
reported: “One of the things we've done recently is in discussing what we should do with
vacancies that we have.” Participant 4 also recalled: “You know, I have even had
conversations with [upper administration] about should we do this or should we do that,
and we get feedback from them and that helps us craft the kind of infrastructure as well.”
All participants did not report positive experiences surrounding communication
throughout the implementation of the strategic plan. Participant 8 reported: “I would
send emails out, and I didn't get responses.” As evidenced in their research findings,
Chedrawi and Sayegh (2016) explained that upper administration must support those
serving in a middle-level management position throughout implementation to create a
positive dynamic and garner their support. When Participant 8 continued to experience a
lack of communication: “I asked someone else to take it over because I had so many
responsibilities on my plate.” Participant 8 continued to experience a lack of
communication: “[fellow committee member] responded that she would help but she
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couldn't do it, and no one else responded.” Participant 13 had trouble recalling the
experience due to a lack of formal communication: “I served on one committee, I think
because the meetings were not that frequent.” Participant 14 recalled communication that
began to diminish throughout implementation:
And that's when the [unit] head said let me get a smaller group to kind of get
some stuff, and it presented to you guys. And then it was presented, and we made
a whole bunch of feedback about it. We don't like this. And then I haven't seen
anything basically since then.
Unit Strategic Plans
The strategic plan was delegated into units or smaller groups within departments.
Developing unit strategic plans that fed into the College strategic plan and then to the
University strategic plan was perceived to be relevant in the successful implementation of
the strategic plan. Nataraja and Bright (2018) found that goals and objectives are more
often incorporated in units through the strategic planning process. The idea that unit
plans informed the COE and then the University was referenced by Participants 6, 13, 4,
and 2. Participant 2 described how individual units developed their goals:
But what we did is that we, [co-chair Participant 16] and I went around and met
with each one of the units and talked to them about developing a plan, and then
we worked with them as they developed their plans. We did workshops with
them, you know, we've worked with the [units]…They would give us the plan,
and we would give some feedback about why something worked and why
something may not work and give them suggestions. So we're kind of like guiding
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them toward it. But yeah, we were pretty involved, [co-chair], and I was both very
involved in the unit plan development.
Simyar and Osuji (2015) explain that unit goals must align with University goals
to maintain congruency and avoid “next to impossible” implementation. Participant 6
reported their experience with the process described in this chapter: I remember it was
[Participant 2] that wanted us to come up with our own [goals] within the [unit]. And
then we have something drafted, and then it goes to the college level. Participant 7 also
reported: I know in the [unit] we also worked on goals and objectives for the [unit] to
meet the college's themes and how that would affect us to give a definition specific to the
[unit]. To provide further explanation for the similar experience, Participants 6 and 7 are
both members of Unit 3.
Implementation was increased due to the perception that the achievement of the
goals coincided with the day-to-day relevance of the individual unit goals. Goals will be
achieved because they are identified as goals currently in progress within individual
units. Fogg’s (1999) strategy implementation, means that a unit in motion will remain in
motion, or a unit engaged in implementation will remain engaged in implementation.
Participant 3 shared, “Well, I remember for us, for our [unit], we had like smaller, well,
not smaller. Well, we had our specific goals and objectives that are geared toward just
this [unit].” Participant 16 described a similar experience:
And so, we had a series of meetings, working meetings, not chalk and talk. It was
more about, let's introduce you to the process, tell you how it works, its surface,
some of the concerns, and then have each department and unit split off and have
their conversations.
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The majority of the participants believed that the strategic plan involved aligning
the values and goals of smaller entities such as individuals or units to the values and goals
of the college. Participant 1 shared:
And, I guess one thing I would say about the strategic planning process is that I
think the way we did it did an excellent job of bringing together the administrative
leadership in the COE and putting us all on the same footing. So, putting us in the
same room and putting us on the same playing field, in other words. So, my goals,
my values, my factors that are important to me are very similar to the head of the
[other units]. And so, having those shared values, I think brings a greater sense of
camaraderie and a sense of that we are, sort of, in this together and sort of
working, even though on day by day basis we're working on very different things.
And it helps us to sort of see the bigger picture of what we're doing is all, sort of
rolling in the same direction or are moving towards that same strategic goal even
though our day-by-day activities may be very different.
Values were a significant factor throughout the process. Kohtamäki (2010) found
a lack of strategy implementation when goals failed to align with the national higher
education policy and goals or existing institutional practices. Participant 7 expressed that
“We had values that were identified in the collective breakout sessions at the initial
meeting, and then we also had identified strategic themes.” Participant 16 shared, “We
had some excellent discussion at the college level about you know what the essence of
who we are, what is our personality, and what are our values are.”
However, despite having shared goals, the participants generally believed that
each unit within the departments still had their responsibilities and goals, which relate to
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implementation because the individual unit responsibility is perceived as an achievable
goal, thus perpetuating implementation of the strategic plan. Kohtamäki (2010) found
that shared internal support, along with individuals' perceived ability of the participants to
be successful in being essential factors in strategic plan implementation. Participant 16
shared that collaborative work was necessary to unite the units. Participant 16 reported:
At the end of the day, a smaller group worked on the strategic plan with input
from the larger group and then was sent back out to the larger group. It had
already started the work had already started that work had been divided up there
were teams that worked on each theme I'll call it. They worked on it but then
mostly and bringing it together, so it sort of looked like the same document not
made by 15 people and also trying to tighten it up and then sent back out to the
faculty, and they had comments that could comment. There wasn't a lot, but there
were some. And then we talked about how we in the [unit] how we roll this up to
the college level.
Participant 13 shared that some functions of one unit would “cross” to another
unit, while Participant 1 emphasized that the work of one unit will likely affect another
unit. Participant 1 explained that the shared values and goals from the strategic plan were
the reason for the similarities. Participant 1 expressed:
So, although our specific day-to-day stuff is focused on very core or particular
degree programs such as teaching [students], the themes of recruitment retention
external real funding are as applicable to what we're dealing with as it is to every
other department.
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Participant 1 further explained:
But we are one of seven [units] within the COE. And so, as it relates to the
strategic plan. We're kind of one cog in the wheel. In other words, how does what
we do influence the college and how do we [or] how are we a part of that strategic
plan for the whole college.
Participant 4 insisted that implementation of the strategic plan must: “be decisive
and say I want this to happen because this is where our [unit] kind of fits in the grander
scheme of things and that still does support the COE goals and everything.” Öberg and
Stenlöf (2018) found manager dissatisfaction with being a suspicion of a lack of clear
goals. Cadwallader et al. (2009) identified a clear understanding of roles and tasks to be
integral to motivating employees to implement the strategy.
The participants generally believed that the implementing a strategic plan
involved a “bottom-up” approach, which, for participants, meant that the work of
implementation usually began with smaller units, ultimately, people want to know what
they should do. Participant 2 explained the process of how the bottom-up approach
(starting with the unit plans first) helped in the implementation of evaluating faculty.
Participant 2 shared:
So then, after that, we worked with each other. We did the college plan, and then
we worked with each of the units to come up with our strategic plan and then we
were, I think, you know, trying to make the [administration] and [unit] heads
[middle-level management] used the strategic plan as a way of evaluating faculty.
So, I was [the head of Unit 3], and one of the things I did is, I took each one we
did our strategic plan for the [unit] that was in line with the strategic plan for the
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college. It had to be in line with that. Then on the faculty annual report, we stated
those strategic initiatives that were said to be the objectives. The faculty has a list
of those objectives and says what they did to contribute to those objectives. So
now, everything became aligned with it. Now it's not just something on the shelf,
you are getting evaluated every year about what you're contributing to this plan
that you came up with.
For Participant 2, the bottom-up approach they described provided them the
feeling of involvement that behaved as motivation necessary in Fogg's (2009) Behavioral
Model for change or implementation. For Participant 2, providing evidence of
implementation through the faculty annual report identifies instances when the prompt,
motivation, and ability of all three converged to enable change.
Participant 3 shared that the administration facilitated the meeting to understand
the needs of each department. Participant 16 expressed similarly, and shared:
I believe we did the [units] first because that would make sense to grassroots up.
That would be…I think that's what I recall. And so we had a series of meetings,
work/working meetings not chalk and talk it was more about let's introduce you to
the process, tell you how it works, its surface all the some of the concerns and
then have each department and unit split off and have their conversations.
Participant 14 explained that working in units helped the committee come to a
consensus about decisions. Participant 1 believed that not immediately rushing to meet
the “broad” university Participant 1 reported:
It was [that] we sat in as a big group then we split into our separate groups and
then we came back as a big group and fleshed it out and then went back to our
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units and then came back. So, it was back and forth and back forth, and the value
of that was again; it was designed to be kind of a bottom-up [process]. What are
our shared values? And then, how do we bring those into a shared sort of plan
strategic plan as compared to strategic planning the way it used to be done, or the
way we used to do it here. And I think the way that it's done in a lot of places
where everybody sits in a room and said you know the top down, you know, the
strategic goals for this company or this college or this university are X Y and Z.
Now you go figure out how to get us there. So, as opposed to being a kind of, a
broad top-down approach, it was much more of, what are your values, what are
you or why are you here, [and] what are you trying to accomplish. And then how
do those then fit into the greater picture. So I think it was a bottom-up iterative
process as opposed to a top-down, we're here to serve the master, process.
Participant 4 recalled: So yes, these are all like you know is the [middle-level
management] who has done an excellent job in involving every one of these discussions
and pushing them sometimes. Participant 7 gave a historical view identifying how this is
the first time in many years that a bottom-up approach was exercised:
I've been here for 18 years, so I've been through this process several times. I liked
this process. The way it was organized this time because we had a college-wide
meeting over in [institutional reference] with the [upper administration] that
introduced a project, introduced the key people who were helping to coordinate
the different committees and then laid out the strategy for obtaining the goals and
objectives for the process. And then we had breakout meetings we went to at the
same meeting. We went to our committees, and we met each other, and we
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started to outline what our goals and objectives were. And this particular process
we had themes. And so, with themes, we identified what themes were, and then
we began to define those categories.
Participant 7 further described their positive experience with this process:
I found this process again very organized and approachable. I like the collegiality
that our faculty and the [unit] had while defining. It allowed us to express our
opinions, to come up with ideas and work collaboratively to define our
productivity and how it affects student success and so on. I enjoy that process.
However, Participants 6 and 13 believed that the direction of the implementation
of the strategic plan depended on the current administrators and leaders of the committee.
Participant 6 mentioned, “When [new Unit 3 head] took over yes, we changed some of
the directions because you know when you change the [unit] head, the direction of the
[unit] changes as well.” Akins et al. (2019) found changes in leadership to be a barrier for
implementation.
Participant 8 experienced an opposite perception of the process: “I didn't have any
involvement at all as far as the plan. That, I think, came down with other groups of
people.” Participant 8 went on to explain:
I think the more involvement you get from your laypeople, the more buy-in that
you get when they feel they have a say in everything. Things happen there all the
time, but nobody ever talks to anybody about it until it's all done and finished.
Then you have all sorts of stories going around and hearsay and assumptions, and
it just doesn't work that way.
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As gleaned from the work of Chedrawi and Sayegh (2016), Participant 8 served in
a position to receive and disseminate information as a change facilitator.
Implementation of a Strategic Plan
The committee members generally shared that implementation of the strategic
plan can be seen in providing the unit with direction and in the day-to-day work of the
faculty and staff. For those participants that shared this perspective, they assigned value
to implement the strategic plan and combatted the challenge of a lack of perceived
legitimacy of the plan found by Kohtamäki (2010). The strategic plan was perceived as
something that was not religiously followed, but a “guide” Participant 1 explained:
I think that our experience here is, on a day-by-day basis, we struggle with and
working on those aspects of the strategic plan that I was mentioning. So, you
know, for example, we're always working on recruitment; we're always working
on retention roles; working on quality instruction. We're always working on
external funding. We're always working on research, but we don't day by day
think of that in terms of a strategic plan. It's more of, I guess, maybe quarterly or
annually looking back and seeing, okay, are we still doing the things, or are we
meeting those kinds of goals we outlined in the strategic plan. But on a day-byday basis, we don't; I don't, fixate, or focus on the strategic plan. It's more of a
guidepost of, you know, does what we're doing share the same values as other
areas of [the] college and are the activities that we're participating in helping all of
us to, sort of, move along.
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Participant 1 addressed the ease of implementation due to the design of the goals
to be items the units toward which were already working. They identified an ability to
utilize unit momentum previously established toward implementing the strategic plan.
Other than sending it to you by request. It, I mean, I think it is, so like previous
strategic plans, a lot of them sit on the web page or sit on a bookshelf, and they
don't get dealt with on month by month basis. You just don't look at it regularly.
But the difference I think in this one as opposed to previous is that because of the
process that we went through in developing it the plan itself is more aligned to our
day to day activities and so without thinking about it we're working toward it
without thinking about it because it's based on what we said we wanted to get
done anyway. So yeah, I mean, I feel guilty, as I'm sure other faculty to say Oh
yeah. No, I would like to have pulled out of my desk drawer and go over it once a
week, but that's not true. I mean, nobody does that. I don't do that.
Participant 13 claimed that the implementation of the strategic plan helped with
people being less resistant to change. With the strategic plan, stakeholders were likely to
be informed about changes that might take place following the direction of the unit, and
then the college was taking. Participant 13 shared:
A little bit, but it ties into where we're going and how the strategic plan is useful
when it paints a picture of where we're going. Because then the folks who are
carrying out precisely the tasks that help us achieve the strategic plan or
implement the strategic plan have an opportunity to buy in because they then
understand oh, this is what's happening. So, no, you're painting the picture of, yes,
this is what's necessary for a strategic plan, and that's right in line with what the
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research is telling me that's necessary for successful implementation of a strategic
plan. A very clear picture painted that tells everyone, all of the stakeholders,
where they're going and why it's important to buy into implementing this strategic
plan, essentially, to go through the pain of changing. Because you're right, nobody
likes to change. Change is difficult. Unless you can get on board, you're not going
to change, or you're not going to get on board if you don't understand where
you're going wrong. And more importantly, why you're going exactly.
Evaluation of the implementation efforts allowed the administration to track the
progress of implementation of the strategic plan. Johansson and Svensson (2017) found
it to be the responsibility of middle-level managers to provide follow-up and information
about the status of implementation. Brunnekreeft (2019) found similar results and tasked
the middle-level manager with translating the strategic plan into tasks. Participant 2
described intended evaluation measures to track implementation before their departure as
the head of Unit 3:
Well, that this is about the time I was stepping down as a [unit] head [middlelevel management]. So, after the unit plans were developed and we worked with
each department head and at the college level about coming up with annual
reports that will reflect in those unit plans. And so that's the step to making sure
that that the annual reports were using the information from each unit plan. And
so at that point, once that was done, I kind of stepped down as department head. I
kind of you know left that and moved on. I don't know what happened after that,
and if that was pursued at the college level but that's what was being done when I
left… once I left, I assumed that, or I hoped that they would continue to talk about
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it, and that's, I think, part of the normal culture of the college, not just something
that we do now and then. I mean, that's the whole thing about a strategic plan. If
it's going to work, it has to become part of the culture. From the top-down, you
know, all the way from the university on down. It can't just be something you talk
about every seven years. It has to be talked about all the time. I don't know if
that's happening. I hope that it is.
Participant 7 is a member of Unit 3 and reports their experience with the
evaluation of implementation: I know I use the strategic plan to submit my annual faculty
evaluation. I use that format. And so, we had the mission statement, the vision statement,
we had values that were identified in the collective breakout sessions at the initial
meeting, and then we also had identified strategic themes. Participant 7 went further into
detail about an evaluation experience sans implementation review. They would prefer to
view why they prefer to complete a faculty evaluation via the implementation of the
strategic planning goals:
Well for myself and the 2016 17 faculty evaluation I used the vision statement
and the values and strategic themes to organize my activities for the year and
under each one of those strategic themes I gave examples of their particular
activities that I participated in or was responsible for within the department and
outlined my years’ worth of activity that way. Very exhausting. Very busy. [But] I
like this. The strategic plan is more concise. It simplifies the process for
categories the COE current evaluation product is way too long has way too many
different aspects to it. It sometimes is confusing in which to fit your activities.
Where does it go without being repetitive? Some of the questions are repetitive
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because you said, well, I put it here, but it can also fit over here. And so, it's quite
a lengthy process that I think can certainly be simplified and maybe using the
strategic plan to change that annual evaluation process would be an improvement
for us all.
Participant 13 reported information: “Or at least that review that, you know, that
bigger review at the end of the year. And again, if this was faculty evaluations, I could
see after meeting with all of the faculty and gathering that I could get a better handle.”
They went further to say:
if you could align it with those other overarching goals. And I think that's
something that we should do. I mean, evaluations, to me, are […]it allows that
faculty the opportunity to see how well you are doing. Are you meeting the goals
or strategic plans that we have for this institution, as well as for our college as
well as for the department? So, to me, not ever having done faculty evaluations
(this will be my first year), it's going to be very evident. Of, I mean, if nothing
else, what are you doing. What research are you doing? Are you involved in these
committees?
Participant 16 recalled that integration of implementation into the yearly
evaluations was the plan:
So, I know that we're supposed to have useful metrics for how we evaluate the
stature of our faculty. And as you know, I'm just out of sight out of mind, and
unfortunately, this is where the irony comes in to take it back to the beginning,
which is, I think it went on an electronic shelf. And I'm not sure how much it's
been used. There was some conversation I remember having with [middle-level
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management] about gee shouldn't we be thinking about integrating the strategic
plan and our performance goals or performance metrics, and we both said yeah,
we should do that and we never did. I never did, and I don't think anybody else
ever did. So that's that. So, all my high hopes and dreams for having something
that people see as this is who we are. This is where we're headed. These are the
benchmarks I want to keep in mind; however, we didn't.
However, Participant 16 still believed that implementation of the strategic plan, while
challenging to evaluate, took place:
I don't want to be Pollyanna about it, but I think there is value. We'll never be able
to measure it in the conversations that were had and the awareness that our having
those conversations brings. So, I think, at a minimum we do. I do see that as an
advantage.
Participant 6 recalled implementation through the assignment of responsibilities
through email communication with committee members: “I remember we also met in our
small groups. And then say you would do this part. I will do that part. So, I vividly
remember that we emailed each other because it was due at the next faculty meeting,
which [was] within a month.”
Impediments to Implementation
The challenges and obstacles experienced by the participants included planning
and implementing. Participants 8 and 14 expressed that committee members were
generally not involved in the planning stage. Participant 8 shared, “As far as the actual
plan? I didn't have any involvement at all as far as the plan. That I think came down with
other groups of people.” Elbanna and Fadol (2016) found participation in strategic plan

77
development to be an essential predictor of strategic plan implementation. However,
Participant 14 shared the intentional move to avoid planning to “stay out of the politics.”
Elbanna and Fadol also found the involvement of politics to decrease the implementation
of a strategic plan. Participant 9 believed that strategic plans faced issues with the lack of
stakeholder involvement resulting in the lack of longevity. The participant claimed that
strategic plans rarely addressed the needs of stakeholders, as stakeholders were not
surveyed before making plans. Nonetheless, Participant 16 reported otherwise, stating
that stakeholders were asked about their needs and how much they were willing to
engage in addressing their needs. The discrepancy in the participants’ responses may be
explained by the challenges experienced by other participants, such as one’s cluelessness
in their roles in the committee or one’s involuntary participation in the committee.
Participant 8 stated:
What I recall is that the [administration] sent out an e-mail with the different
sections of the strategic plan for the COE, and then some of us volunteered to be
on certain ones, and then some of us were interested, and I think he placed us on
some. That's how I ended up where I was because I didn't know which I wanted to
be part of.
Change is difficult, and Participant 7 reported exhaustion when referring to the
experience of aligning the faculty evaluation with implementation efforts for the strategic
plan: “So after that year we went back to our traditional COE format for the annual
evaluation.”
Throughout the implementation of the strategic plan in the COE, leadership
changes affected momentum negatively. Akins et al. (2019) found a change in leadership
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to be one of the most significant barriers to integrating sustainable development.
Participant 6 experienced: ‘When [new Unit 3 head] took over, yes, we changed some of
the directions because you know when you change [unit] head the direction of the [unit]
changes as well.” Participant 4, also of Unit 3, reported:
And some of that has to do with changes in leadership and the fact that these
administrative documents […] it takes someone going back and fixing things and
updating and unless you have the staff available to do it. Someone's like just
going, oh, that's on my priority list, you know, it's already done. And I think about
that document as I looked at it two years ago. I think I'm the only one that's gone
back and looked at it. And you know now not to detract from all the other
accomplishments our faculty have made, you know, that we've been busy with a
whole bunch of stuff, and like, this place is crazy the last quarter.
Participant 13 has been through several strategic plan implementation processes at
the university and expressed frustration as new COE leadership failed to communicate
the successes and failures with the previous implementation:
Okay, well, what was the outcome of our old strategic plan? Which of those
things did we accomplish? You know, to me, that's important because we've done
this now for ten years, and none of those things came to fruition. What, in my
mind, why are we doing for the next ten years without learning from these ten
years?
Omuse et al. (2018) found effective communication to be necessary throughout
the strategic planning process. Participant 4 also referenced politics, cumbersome change
mechanisms in higher education, and a lack of workforce:
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I didn't think anything moved as slow as the military in terms of policy changes
and stuff, but education is far slower, like exponentially slower. So being able to
push change within education […] And it's not because people are blocking, it is
just, it's a cumbersome mechanism to get there. You have to have all those
meetings, and it does take you, just difficult deliberations. You know you have to
make sure everyone's on the same page as you go forward. No one's upset about
what you're doing because sometimes that does mean that you know one person
might be out of a job or might it might negatively affect their career because they
can't do the work they want to do, for example… we still need more faculty.
Everyone’s under understaffed right now…And I think it's across education.
Politics decreases implementation, as found by Elbanna and Fadol (2016). Also,
Öberg and Stenlöf (2018) found the effectiveness of the strategy to hinge on the ability to
manage change and the potential resistance to change.

Summary
This chapter contained the results of the study based on the purpose of examining
the implementation of the strategic plan in the COE to gain greater insight into ways
higher education administration could successfully implement strategic plans. Fifteen
committee members were selected to participate in the data collection; however, only 13
participants were able to complete the interviews. The interviews were transcribed and
coded to develop the themes that answered the research questions.
Generally, the process utilized by the committees to implement the strategic plan
involved communication, specific individualized unit goals, application of goals to the
daily wok, and challenges and obstacles. Communication among committee members
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generally took place in meetings, emails, and informal discussions. The administrators or
the chair of the committee often facilitated the meetings. Email communication took
place amongst committee members. Informal discussions took place within units,
between participants and administration, and among committee members.
Communication with outside stakeholders involved considering the audience and
multiple platforms. Implementing a strategic plan also involved collaboration among
units who had individual goals and objectives. Each unit has its own responsibilities and
goals, which were then aligned with the goals of the department and the college. As such,
the functions of one unit were considered likely to affect the other units. The goals of
individuals were also taken into consideration in the units, which was aligned with the
theme emphasizing the unit strategic plan's first approach of strategic plan
implementation. Implementation of a strategic plan was also not entirely booked-based,
as a strategic plan was considered as something to guide day-to-day activities and provide
direction for the college through shared values and goals. However, challenges and
obstacles that needed to be addressed in implementing a strategic plan were the
involvement of stakeholders, particularly in planning, voluntary participation of
committee members, the transition of leadership, and more alignment in the college-level.
The next chapter will contain an interpretation of the results. The results will be
compared with existing literature and the theoretical framework to help fill the gap in
knowledge. The next chapter will also contain the conclusion, recommendation, and
implication of the study.

CHAPTER 5
CONCLUSION, DISCUSSION, AND RECOMMENDATION
In this study, the focus was on investigating participants’ experiences with
strategic implementation with a particular focus on their perceived importance of the
degree to which they valued the process and quality of communication across all levels.
Successful implementation of a strategic plan results in HEIs remaining relevant as well
as efficient in competing with other institutions in the system (Raluca & Alecsandru,
2012). In the past, there is a prevalence of unfinished or failed implementation of
strategic plans in HEIs (Fooladvand et al., 2015; Immordino, Gigliotti, Ruben, & Tromp,
2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse et al., 2018). Researchers have
recommended the need for further studies that will examine strategic plan
implementation in the field of higher education (Fooladvand et al., 2015; Halley-Boyce et
al., 2013; McCaffery, 2018). The purpose of this study was to investigate the
participants’ experiences with the implementation of the strategic plan with a specific
focus on their perceived importance of the degree to which they valued the process and
quality of communication across all levels. The following sections examine the themes
that emerged through data evaluation and individually discussed the research questions of
the study.
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To address the purpose of the study and the research questions, I employed a
qualitative study. The sample consisted of staff that was part of the committees for the
implementation of the strategic plan from the COE in a four-year research university with
selective admissions in the Southern U.S. A total of 42 faculty, and staff members were
listed as committee members; with 40 being connected to the university. All 40
committee members were invited via e-mail to join the study. Only 15 members agreed to
participate in the study. The data were collected using semi-structured interviews, and an
interview protocol was used to guide the sessions. All the interviews were also audio
recorded.
For the data analysis, the data was coded based on etic and emic issues: etic issues
were identified from the review of related literature, and emic issues were derived from
the data (Stake, 1995). The data were coded, then clustered together. The clusters of
codes were reviewed and used to develop the themes. The themes were compared and
contrasted with refining the themes.
This chapter will discuss recommendations relating to this study. First, the
section about the synthesis of findings will present the findings. In this section, the
results will be compared and contrasted to the results of previous studies. Second, the
section about implications will present the meaning of the results to theory, research, and
practice. This section will also include recommendations for future research and practice.
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Synthesis of Findings
While answering the research questions, four themes emerged in the data analysis:
communication, each unit within the college has their roles and goals, continuous bottomup approach, implementation, and impediments.
RQ1
Who Were the Leaders of the Strategic Plan Process? Through participant
interviews and a review of artifacts, I found the leaders of the strategic plan process to be
Participants 2 and 16. They both referred to one additional leader whom I was unable to
interview due to consistent time conflicts. Participant 16 was a faculty member in Unit 1,
while Participant 2 was the unit head for Unit 3. During the implementation of the
strategic plan, Participant 2 left the University, and a new head was appointed for Unit 3.
Just as Akins et al. (2019) found in their critical case study, a change in leadership creates
barriers for implementation.
RQ2
How Did They Come to be the Leaders of the Strategic Plan Process?
Participants 2 and 16 reported that they became leaders of the strategic plan process by
offering to the Dean that they spearhead this process, and he agreed. Individually, they
identified characteristics and connections in one another; they felt that they had that
would positively contribute to the successful implementation of the strategic plan
process. Participant 16 had a background in organizational psychology along with
experience in consulting with business and industry through management strategy.
Participant 2 had connections that allowed for an outside specialist to come in and assist
with the process. Participant 2 was also the head of Unit 3. With consideration for their
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experience and connections, they reported that the Dean allowed them to spearhead the
strategic plan process.
Fogg's (2009) Behavior Model identifies three components of a necessity for
behavior change to take place, (a) motivation (b) ability and (c) prompt. For this study,
behavior change is represented by the implementation of a strategic plan. Ability is the
component addressed here. Research question two reveals that permission to proceed
aids in achieving ability. FBM also defines ability as having the requisite budget and
further, as Kohtamäki (2010) found, a belief that personnel were capable of carrying out
the implementation of the strategic plan.
RQ3
What is the Relationship Between the Leaders and the Actual Leadership
Hierarchy? Participant 16, as a faculty member, did not hold a leadership position in the
leadership hierarchy. Participant 2, as the unit head for Unit 3, was in a leadership
position in the leadership hierarchy of the COE, but only for their unit. Neither
participant reportedly served as a chair for an initiative committee.
Clear communication is necessary for the successful implementation of a strategic
plan (Brunnekreeft, 2019; Cadwallader et al., 2009; Johnson, 2004; Kohtamäki, 2010;
Mitchell et al., 1999; Omuse et al., 2018; Thompson & Strickland, 1995). To take the
concept of communication further, Omuse et al. (2018) and Cadwallader et al. (2009)
explain more; specifically, communication must include a clear assignment of roles and
responsibilities. I found the participants identified as leaders in the strategic plan
implementation process both had and did not have hierarchical leadership positions in the
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COE. Perhaps this provides one explanation for the different experiences described by
participants in Unit 1 versus Unit 3.
RQ4
How Connected Were the Participants to the Strategic Plan [Implementation]
Process? Connectedness to implementation varied from unit to unit. What remained
consistent was the connectedness to implementation was primarily represented in the unit
plans as opposed to the implementation of the College or University strategic plans. Few
participants interviewed referred to implementation through their initiative committee,
instead of from a unit perspective. Participants in Unit 3 reported more connectedness to
the implementation of the unit strategic plan. Participant 1 was the head of Unit 4 and
mentioned selecting goals for the strategic plan that were currently goals in progress in
Unit 4. Kohtamäki (2010) found that implementation of the strategic plan was successful
when it aligned with the daily work of the participants. Participant 1 also mentioned
staying connected with the implementation of the strategic plan through meetings with
the Dean of the College. Communication among units was more evident than
communication among participants in initiative committees. However, the Impact
committee evidenced significant communication through email outside of committee
meetings.
RQ5
To What Degree Did the Participants Value the Strategic Plan [Implementation]
Process? Participants reported greater value concerning the implementation of the
strategic plan when the goals aligned with their daily work. Researchers found
translating strategic implementation into daily work tasks to be the responsibility of those
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in middle management (Brunnekreeft, 2019; Johansson & Svensson, 2017). The actions
Participant 12 described expressed value for the implementation of the goals of the
strategic plan that affected their daily work with recruitment. Participant 1 expressed
valuing the strategic plan as a means to achieve goals that were already in progress in
Unit 4. Participant 1 also expressed value in the strategic plan as a discussion item on the
agenda for meetings with the Dean of the College. Participant 7 valued the
implementation of the strategic plan as a means to evaluate performance on the yearly
faculty evaluation.
Another degree of value was represented by participants that provided feedback
and became involved with the identification of the goals and benchmarks in the unit's
strategic plans. Value for involvement is consistent with the findings of Immordino,
Gigliotti, Ruben, and Tromp (2016) when they claimed broad engagement of faculty and
staff to be essential to a successful framework for implementation. Participants in the
Nataraja and Bright (2018) study claimed that it would be helpful for implementation if
more people could be involved in the planning stages of a strategic plan.
RQ6
What Were the Drivers for Valuing the [Implementation] Process? When
participants identified a clear connection between their daily work and implementation of
the strategic plan, their participation reflected that connection. Goals were aligning with
daily work; participant’s relationship with the leaders of the strategic plan process;
participant’s role in the strategic plan process were all driving forces for valuing the
implementation process. Brunnekreeft (2019) and Johansson and Svensson (2017) also
found participants to assess the value to implementation when the goals align with the
participants’ daily work. Chedrawi and Sayegh (2016) found it to be crucial for senior
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management to support participants directly to create a positive dynamic to attract
participant support for implementation. Nataraja and Bright (2018) recommended that it
would be helpful if more people could be involved in the entire strategic planning process
while Immordino et al. (2016) found a broad engagement of faculty and staff to be
essential for strategic plan implementation in an HEI.
Participants serving in both a leadership role in their unit and the strategic plan
process appeared to value implementation greater than participants not serving in the
same role. Participants with a direct reporting line to a leader in the strategic plan
process appeared to value implementation greater than those participants that did not
have a direct reporting line to a leader in the strategic plan process.
Theme 1
Communication Took Place Among Participants and with Other Stakeholders.
This theme answered the first, second, and third research questions. Participants 2 and
16 emerged as leaders by way of initiating the planning stage through communication
with the Dean. They described a third leader whom I was not able to interview.
Communication alters as a result of the relationship the participants have with the
leaders of the strategic plan, as well as the leaders within the COE. Participant 2 was the
head of Unit 3 during the period I was exploring. Their leadership position within Unit 3
accounted for Participants 6 and 7, utilizing the strategic plan for their yearly evaluation.
Participant 16 was not a unit head and did not hold a position of leadership within the
COE; they were a faculty member of Unit 1.
Relationships with the leaders of the strategic plan affected its implementation. A
unique situation was created where the leaders of the strategic plan were not always in
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leadership positions within the COE. Participant 2 was in a traditional leadership
position as the head of Unit 3, where specific aspects of the strategic plan were
implemented.
Participant 1 was the head of Unit 4, but not a leader in this specific process.
However, Participant 1 reported the implementation of the strategic plan through the
identification of goals that were already in place for Unit 4.
Communication was a significant factor in implementing the strategic plan.
Formal communication mostly occurred during meetings. During the first phases of the
implementation of the strategic plan, the meetings were face-to-face. While these faceto-face meetings were time-consuming, it was helpful in the process because they were
able to make progress with the plans. Communication during meetings allowed the
members to assert ideas and to come up with a combination of ideas to address issues and
concerns. Brunnekreeft (2019) found communication to be necessary, specifically for
middle-level managers, to translate implementation into tasks. Brunnekreeft also found
this same group to be responsible for monitoring implementation. While communication
was evident in this study, monitoring implementation was discussed only as a component
of the yearly evaluation for participants in Unit 3. The absence of middle-level
management wide-spread participation resulted in the limited translation of strategy into
daily tasks, therefore impeding implementation. Johansson and Svensson (2017)
similarly found middle-level managers to be responsible for translating strategy to daily
tasks for implementation. There should be accurate and clear communication to avoid
confusion and misunderstandings (Johnson, 2004). Mankins and Steele (2005) stated that
it is important to debate assumptions during strategic planning. The approach of the
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committees and units in this study was aligned with the recommendation of Mankins and
Steele of meeting face-to-face to assert their ideas.
There was also communication with the administration. The participants needed
to seek the approval of the administration regarding their plan. Beer and Eisenstat (2000)
noted that there should be effective vertical communication so that strategic planning and
implementation will be successful. The 2009 FBM labels permission to proceed in the
“ability” category of the three components that are necessary for behavior change or
implementation. Kohtamäki (2010) found the perceived ability of the personnel to carry
out implementation to be of highlighted importance with concern to strategy
implementation in HEIs.
Communication with the stakeholders was also important. In recruiting new
students, texting and social media are more effective than phone calls and formal e-mails.
Texting was also more useful for other stakeholders because they are more accessible
than telephones or laptops. There is a need to consult the stakeholders (Johnson, 2004).
Overall, communication downward, upward, and laterally in aligning attitudes and efforts
with strategic goals is essential (Halley-Boyce et al., 2013).
Communication seemed to be disjointed with the identified leaders of the strategic
planning process versus the hierarchical leaders and resulted in unclear channels of
communication concerning implementation. Omuse et al. (2018) found that ensuring
efficient communication channels are in place before moving forward with a strategic
planning process to increase the opportunity for successful implementation.
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Theme 2
Unit Strategic Plans Influenced the College Strategic Plan and Both Were Aimed
at Achieving the Goals of the Universand six. Collaboration among the units was
essential in the implementation of thity Strategic Plan. This theme answered research
questions four, five, e strategic plan. The majority of the participants stated that there
was a need for alignment of values and goals in the smaller groups to the values and
goals of the college. Even with shared goals, the units still have work to do and that
each unit should collaborate. Halley-Boyce et al. (2013) highlighted the importance of
alignment of the organization’s mission, vision, values, goals, and objectives in the
strategic planning. In line with Kohtamäki (2010), this starts with the units that work in
the development and implementation of strategic planning. Specifically, there was a need
to determine how the college units can be realigned to the organization so that it can best
support the inherent functions of the organization (Simyar & Osuji, 2015). Nataraja and
Bright (2018) found that participants assign greater importance for implementation when
focusing on the alignment of the organization with the environment and its changes.
The “bottom-up” approach is useful in implementing the strategic plan of the
university and indicates that the work begins with the smaller units. It is essential so that
the strategic plan of the whole university is aligned and can be implemented without
confusion or contradicting issues. There is a need to consult each unit about developing a
comprehensive strategic plan that assures their concerns will be addressed and is one way
to create specific plans to the issues of the units and not just a general approach. This
result is similar to the findings of Johnson (2004) that found that there is a need to
entertain input from different stakeholders. Elbanna and Fadol (2016) also highlighted

91
the need to account for all views and viewpoints as it promotes buy-in through
consensus-building and facilitates implementation as stakeholders now have a vested
interest in ensuring the plan’s success.
The transition to a new leader at the System level, as well as the transition to a
new leader in Unit 3, falls in line with Akins’ II et al. (2019) findings that a change in
leadership presents a barrier to implementation. A change in leadership during the time
preceding this case study, as referenced by Participant 4, represented a barrier by way of
a change in focus on previously identified unit goals.
Theme 3
Participants Assigned Value to Implementation of a Strategic Plan Due to
Closeness of Goals to their Actual Work. This theme answered the fourth and fifth
research questions. The strategic plan can be seen as a way to provide direction to the
department as well as in the day-to-day work of the faculty and staff. It serves as a
purpose, and how they work each day means one move closer to the goals. Clear
communication concerning the strategic plan was also helpful with specific participants
being less resistant to the changes. Brunnekreeft (2019) found middle-level managers to
be responsible for translating strategy implementation to individuals’ actual work.
Brunnekreeft also tasked this group by promoting the value of strategy through their
seriousness about implementation. Identity diffusion between the leaders of the strategic
planning process and the actual hierarchical leaders played a role in the value assessed to
implementation by the participants. This finding contributed new knowledge to the
literature as there have been few previous studies that found this information.
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Due to the strategic plan, the stakeholders were informed about the changes. As
such, they were more cooperative in the implementation of the strategic plan. The
finding is linked to the consultation of stakeholders. If the stakeholders are consulted,
they can use the information to guide their daily activities. Moreover, they will also be
more likely to implement the changes required by the strategic plan.
Evidence of implementation could be found when participants identified declaring
goals their unit was previously working toward when they initially met as a unit to
establish goals of the strategic plan. Kohtamäki (2010) found mitigation of challenges in
the implementation process when strategy aligned with existing institutional practices.
Thus, the college remained in equilibrium, continuing to achieve only goals toward which
they were previously striving. Internal and external forces were necessary to propel
achievement.
Theme 4
Impediments to Implementation Included Lack of Involvement and Feelings of
Inability to Impact the Goals. This theme also answered the fifth and sixth research
questions. The impediments experienced by the committee members included planning
and implementing. The strategic plans still have issues of lack of stakeholder
involvement, which also influences the longevity of the strategic plan. There are still
some stakeholder plans that were not surveyed before making plans. Miller, Hickson, and
Wilson (2008) stated that they might be less interested in the implementation of strategic
planning because it takes a long time. Moreover, it is also challenging to put into action
the strategic plan due to numerous factors. Similarly, the lack of interest of stakeholders
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also contributed to the failure of the implementation of strategic plans (Johnson, 2004;
Mitchell et al., 1999; Thompson & Strickland, 1995).
Some participants viewed involvement in the implementation of the strategic plan
to be political. In their analysis of implementation, Elbanna and Fadol (2016) found
politics to decrease the implementation of strategic plans, indicating that it makes
coordination and communication between units difficult.
Other impediments identified by one participant included the involvement of an
outside specialist. Nataraja and Bright (2018) found that in HEIs, participants prefer an
in-house strategic planning process.
Without stakeholder involvement, there was not a force to act upon the units to
break the equilibrium and necessitate implementation.

Implications
The results of the study have several implications for institutions of higher
education. There is a need for effective communication within the committee and within
units of the college. Communication breeds motivation that is necessary for behavior
change in the FBM. Communication must include a clear assignment of responsibilities
necessary to achieve the identified goals through implementation. Participants want to
know what they should do to achieve implementation to become motivated to change
behaviors.
Collaboration is also needed for the success of the implementation of the strategic
plan. Universities and committees on strategic planning should also consult the
stakeholders to improve the buy-in of the stakeholders. In this way, the strategic plan of
the units is aligned with the strategic plan of the college, and ultimately the university. If
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there is alignment among all the stakeholders, clear communication about goals, and
roles, then the strategic plan will have the three prompts described by Fogg (2009) to be
implemented successfully. Besides, more stakeholders might be willing to participate in
the planning stage. While several participants perceived a bottom-up approach, there was
not a bottom-up approach evidenced throughout my research. What participants
perceived as bottom-up was unit to College to University, in essence, small to large scale
alignment of strategic plan implementation.
Active guidance from the high-level administration is imperative to the
implementation of a strategic plan. This involvement communicates ability through
direction and support. As Kohtamäki (2010) found, implementation is impossible
without the perceived ability of the personnel. During the strategic planning process for
this COE, the University's strategic plan was nearing the end of its lifespan.
Additionally, a new system president was named, and they called on university
administrators to collaborate on a system-wide strategic plan, which drew the attention of
the high-level administration from the individual college strategic plan to the more
extensive system strategic plan.
I found that there was not a specific intended process of implementation for the
strategic plan. That is not to say that the implementation did not take place. For certain
participants, motivation, ability, and prompt aligned for implementation, or behavior
change as described in the FBM (Fogg, 2009). Since several participants reported
identifying goals that were already in progress as goals for the strategic plan,
implementation was inevitable. Those participants saw the implementation of the
strategic plan as applicable to their day-to-day job responsibilities. Evaluation is one way
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to determine shortfalls in implementation. Immordino et al. (2016) claimed that utilizing
a consultation following the strategic planning to support implementation would be
helpful. Further, Kaplan and Norton (1996) advised using the Balanced Scorecard to
facilitate communication, informing, and learning about implementing strategy.
Recommendations for Future Research
According to the results of the study, the committee used the “bottom-up”
approach, which, for the participants in this study meant that the work was divided into
several units. However, one of the identified impediments was also the lack of
involvement of the stakeholders. There needs to be a further study about this
contradicting result to provide more understanding of how it can be resolved.
There is limited information about the successful implementation of strategic
plans in institutions of higher education (Alharthy, Rashid, Pagliari, & Khan, 2017;
Fooladvand et al., 2015; Halley-Boyce et al., 2013; McCaffery, 2018). The insights from
this study could inform future practices. There is a need for more studies that explore the
implementation of the strategic plan in the COE to gain a deeper understanding of the
factors that are important in the success of a strategic plan. Research has been dedicated
to the role middle-level management plays in the implementation of a strategic plan
(Brunnekreeft, 2019; Cadwallader et al., 2009; Chedrawi & Sayegh, 2016; Hirte, 2018;
Johansson & Svensson, 2017; Öberg & Stenlöf, 2018; Ukil & Akkas, 2017). However,
in the research conducted in HEIs, little definition or attention is given to the role of
middle-level management (Akins et al., 2019; Bakoğlu et al., 2016; Hatherill, 2017;
Immordino et al., 2016; Kohtamäki, 2010; Nataraja & Bright, 2018; Omuse et al., 2018;
Simyar & Osuji, 2015). Immordino et al. found implementation to be an area where
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HEIs struggled. There is a need for more studies that explore the identification of and the
role of middle-level management in the implementation of the strategic plan in HEIs.
Future studies may include more than one educational setting so that the results
may be generalizable. It may be interesting to explore whether there are similarities and
differences in the implementation of strategic plans of various institutions of higher
education. This comparative study could result in information about the best practices of
institutions of higher education. In this way, institutions of higher education can learn
from each other.
Quantitative research design may also be employed in the future to determine a
generalization about the experiences of a representative random sample, reducing
researcher bias. Moreover, this will also increase the sample size of the study. The
results of a quantitative study can also identify the best practices of strategic planning and
implementation in the context of higher education.
Recommendations for Practice
There is a need to emphasize communication and collaboration in the committee
process of implementing strategic plans in institutions of higher education. Committees
on strategic plans should focus on having productive meetings. Moreover, the committee
should also emphasize the importance of collaboration between the units. There must be
a structure on how these sub-units can collaborate and in what way they should
collaborate.
The committee and the university should also strive to implement the bottom-up
approach so that the various stakeholders are consulted about their issues, concerns, and
needs. If the stakeholders are consulted, they will be more willing to accept the changes
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that are required by the strategic plan. The strategic plan will also receive more support
from stakeholders of the university.
The impediments identified included the involvement of stakeholders, particularly
in planning, voluntary participation of committee members, and more alignment in the
college-level. These impediments should be taken into consideration by the leaders of
the university and the committee that is in charge of the strategic plan. The university
should clarify the roles of the stakeholders in the planning of the strategic plan. They
should also explain the importance of strategic plans. The university could provide
incentives for stakeholders who will participate in the planning stage of the strategic plan.
Other institutions of higher education could benefit from the insights of the study
as they could learn from the strategy of the institution in the study. The other institutions
could review their process of strategic planning and implementation. Based on the results
of the study, they could adopt some practices of the institution in the study and improve
their practices. In an environment of creative entrepreneurs like higher education, there
comes the point when administrators in any strategic endeavor have to loosen their grip.
The early stages of strategic implementation are, by design, linear and prescriptive;
however, during the transition into the implementation phase, practitioners need creative
latitude to modify the specificity of the strategic plan.

Summary
This chapter contained the discussion of the findings of the study regarding the
implementation of the strategic plan in the COE. The results of the study were able to
provide insights on how higher education administration could successfully implement
strategic plans. Based on the findings of the study, it can be concluded that
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communication and collaboration are essential in the successful implementation of a
strategic plan. The bottom-up approach was also crucial in the effectiveness of the
strategic plan as unit plans aligned with the College plans. The implementation of the
strategic plan does not mean that everything on it should be followed all the time.
Instead, the strategic plan served as a guide in the day-to-day activities of the
stakeholders. Several impediments were also identified that should be addressed during
the planning stage so that there will be fewer issues during the implementation stage.
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Initial Email Sent October 2018
Good morning, [participant]. I am a student in the Educational Leadership Doctoral
Program, and I am conducting a descriptive case study on the implementation of the
strategic plan for the College of Education at [A Select Southern Institution]. Based on
the documentation provided by [Dean], I understand that you are involved, or have been
involved, in this process. I am interested in obtaining copies of any documents you may
have about the strategic plan for the College of Education. These documents may
include, but are not limited to, meeting agendas, meeting minutes, strategic plan
worksheets or notes, committee emails, and progress notes or emails. Even a response
that you do not have access to any documentation of this process is helpful.

Attached, you will find an Informed Consent form and IRB Approval. Please feel free to
contact me with any questions or concerns.

Thank you,

Amber Burdge
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I appreciate your feedback when I was seeking documents related to the implementation
of the strategic plan in the college of education.
As part of the descriptive case study, I am conducting interviews with all committee
members for each of the initiatives in the strategic plan. Would you be available for an
interview at any of the following times?
Monday, November 12th, 3:00 pm or 4:00 pm
Wednesday, November 14th, 4:00 pm
Thursday, November 15th, 3:00 pm or 4:00 pm
Friday, November 16th, 3:00 pm or 4:00 pm
Monday, November 19th all-day
Tuesday, November 20th all-day
Wednesday, November 21st all-day
I will come to your office for the interview, or I can schedule time in a reserved space for
the interview. Please feel free to call or email any questions. I am happy to schedule
alternate interview times. Please email, call, or text an interview time that works with
your schedule.
I appreciate your time and look forward to visiting with you.
Thank you,
Amber
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Informed Consent
Title of Study
A descriptive case study for the implementation of strategic planning at the College of
Education at a select southern university
Principal Investigator
Amber Burdge
College of Education student
1907 Lexington St.
Ruston, LA 71270
405-269-3450
burdgea@yahoo.com
Purpose of the Study
You are being asked to participate in a research study. Before you decide to participate
in this study, it is important that you understand why the research is being done and what
it will involve. Please read the following information carefully. Please ask the researcher
if there is anything that is not clear or if you need more information.
The purpose of this study is to describe the experiences of faculty and staff in the College
of Education with the strategic plan.
Study Procedures
I will conduct interviews with the faculty and staff members directly involved in the
development and implementation of the strategic plan to document the foundation and
implementation of the process. Names will be omitted from documents and interviews,
and participants will receive a summary of their interview for verification of accurate
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interpretation. Interviews are expected to take less than thirty minutes, and you may be
contacted for clarification and follow up.
Risks
You may decline to answer any or all questions, and you may terminate your
involvement at any time if you choose.
Benefits
The participant understands that Louisiana Tech is not able to offer financial
compensation. There will be no direct benefit to you for your participation in this study.
However, we hope that information obtained from this study may inform future
implementation of strategic plans in higher education.
Confidentiality
Your responses to this interview will be anonymous. Every effort will be made by the
researcher to preserve your confidentiality, including the following:


Assigning numbers for participants that will be used on all research notes and
documents



Keeping notes, interview transcripts, and any other identifying participant
information in a locked office (home) and password-protected laptop in the
personal possession of the researcher.

Upon completion of the study, documentation will be destroyed, and recorded interviews
will be deleted.
Contact Information
If you have questions at any time about this study, or you experience adverse effects as
the result of participating in this study, you may contact the researcher whose contact
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information is provided on the first page. If you have questions regarding your rights as a
research participant, or if problems arise which you do not feel you can discuss with the
Primary Investigator, please contact the Institutional Review Board at 318-257-5075.
Voluntary Participation
Your participation in this study is voluntary. It is up to you to decide whether or not to
take part in this study. If you decide to take part in this study, you will be asked to sign a
consent form. After you sign the consent form, you are still free to withdraw at any time
and without giving a reason. Withdrawing from this study will not affect the relationship
you have, if any, with the researcher. If you withdraw from the study before data
collection is completed, your data will be returned to you or destroyed.
Consent
I have read, and I understand the provided information and have had the opportunity to
ask questions. I understand that my participation is voluntary and that I am free to
withdraw at any time, without giving a reason and without cost. I understand that I will
be given a copy of this consent form. I voluntarily agree to take part in this study.
Participant's signature ______________________________ Date __________
Participant's name (print) ____________________________ Date __________
Investigator's signature _____________________________ Date __________
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Interview Protocol
Recall your experience with the most recent strategic plan. Please describe your
experience.
Do you recall the initiative committee on which you served?
What was your role in implementing the strategic plan?
How did communication take place?
What happened next?
Can you recall anything further about the strategic plan implementation process?
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Prominence Committee Meeting – May 2nd, 2017
Present [Unit 3,] [Unit 6], [Unit 6], [Unit 2] (Absent: [Unit 2], [Unit 2])
Topics discussed included:
#1 Priority – Update all faculty identifications on the website.
Need a baseline to determine where to begin to increase the following areas as well as
determine who is already in a leadership position in our organizations.
Need to include more people to help in all of the following areas.
Increase Social Media EngagementCurrently- COE, [Unit 3], and [Unit 2] have Facebook pages.
Need to know – Who is maintaining [Unit 2] page? Contact [individual] to gain
administrative access. Does [Unit 1] have a page?
Currently-COE has a BLOG, which gives more exposure to our departments.
Needed – Someone to update and maintain the BLOG-preferably one person from
each department.
Question – Can individuals craft items for the BLOG and send it to [individual]?
Need to add "[Specific Program]" to BLOG
Needed – Google Analytics to identify where our website visitors are coming
from.
Needed – Twitter, Instagram, Linked-In, and Teacher Tube accounts with
personnel to maintain.
Needed – Explore opportunities for exposure through television, newspaper
(hardcopy and online) as well as radio
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Previously had a column in the [Local Newspaper] on Fridays for [Unit 5].
Should we open this backup? What would be the focus?
Suggestions for Early Morning Show – Weekly showcase of events such
as [four different specific programs and Unit 4] etc. with COE programs
showcased quarterly.
Needed – Someone to explore Research Gate (a type of Facebook for researchers)
which provides national and international connections and exposure.
Increase Collaboration with University Research Department
Question – Would the Dean be willing to encourage and support research through
seeding grants to foster success and incentive?
Needed – Identify those who may be interested or are alumni, or connected to
COE that may be supportive or partner with us regarding internal grants and
corporate partnerships.
Needed – Identify research areas that corporations might be interested in.
Increase Marketing of COE, Departments, and Programs- e.g. [specific program]
Suggestion – Invite [individual] to re-present marketing strategies along with
other training opportunities for us to "tell our story."
Suggestion – Identify general journals, webpages, periodicals, etc. by contacting
the editors to connect to what they are doing and share how we are connected to
their interest, etc.
Develop greater continuity across COE Departments such as Branding through our
Logos.
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Recreation of Survey Monkey inquiry https://www.surveymonkey.com/r/SP-InterestSurvey distributed by top-level administration:
Interest Survey: Strategic Planning Committees
1. What is your first name?
2. What is your last name?
3. Please rank the Strategic Themes Committees listed in the order of service
preference (1=sign me up! 6=not in a million years)
a. Scholarship: expand and enhance the professional body of knowledge
b. Enrollment: Recruit and retain high-quality students
c. Quality Personnel: Recruit and retain high-quality faculty and staff
d. Impact: Maximize workforce and economic development
e. Prominence: Elevate prestige and national reputation
f. Operations: Improve facilities and infrastructure
4. I am unable to serve on a Strategic Planning Committee at this time.
a. Yes
Comments are invited and welcome.
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Dear COE Faculty,
Approximately 18 months ago, we began the process of developing a set of
documents that would provide a clear road map to guide the many disparate yet
connected elements of our college toward achieving various meaningful and worthwhile
goals and objectives. The College of Education Strategic Plan was created under the
guidance of [Identified leader non-participant], Participant 16, and Participant 2 through a
multitier procedure, driven by input and feedback from you, the stakeholders of the
college. Research-based, developed through a consensus honoring process, and
strengthened by the crucible of analysis and scrutiny, this four-page plan offers a concise
and achievable guide to reaching the goals and objectives that you stated were
preeminent for accomplishing our mission and setting a course toward reaching our
vision.
So that we maximize the effectiveness and efficiency of our departments and
college, we need a sound metaphorical rudder to steer those ships through calm as well as
stormy waters. While I believe the COE Strategic Plan provides that rudder, the essential
elements that are necessary to guide college-wide decision-making and the allocation of
resources, it is in its infancy concerning its potential contributions for policy
development. Understanding that it is a living document, please take a few minutes to
review the attached COE Strategic Plan and provide feedback if you note any glaring
omissions or errors.
I am grateful to each of you for your service and dedication to your profession
and the students you assist every day and for your contributions to your departmental as
well as the COE Strategic Plan. I am especially indebted to [Identified leader non-
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participant], Participant 16, and Participant 2, for their tireless efforts, tremendous
donation of time, and the lending of their valuable expertise, but it is their commitment to
the betterment of their departments, the College, and the University for which I am most
grateful.
Respectfully,

Redacted
Dean, College of Education
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Select Southern University
College of Education
Strategic Plan
Unit Name: College of Education (COE)
Mission Statement
The mission of the College of Education is to provide high quality educational
experiences for students across the lifespan, to enhance and extend knowledge
bases through research and other scholarly activities, and to serve the community
through collaborative endeavors.
Vision Statement
We will be recognized as an inclusive learning community renowned for fostering
competent, ethical, and caring professionals who contribute significantly to a
diverse and dynamic world through research, development, and application.
Values:
Professional excellence
Collaboration
Community of caring
Diversity
Perseverance
Strategic Themes:
Scholarship:

Expand and enhance the professional body of knowledge

Enrollment:

Recruit and retain high-quality students

Employment: Recruit and retain high-quality faculty and staff
Impact:

Maximize workforce and economic development

Prominence:

Elevate prestige and national reputation

Operations:

Improve facilities and infrastructure
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Strategic Themes
With Benchmarks and Strategic Priorities
Strategic Themes
Scholarship: Expand and enhance the professional body of knowledge
Benchmarks:


Increase number of peer-reviewed publications



Increase the number of national and international presentations



Increase dissemination of knowledge via innovative means



Increase the number of high-quality dissertations



Increase support for scholarly activities

Strategic Priorities:


Define faculty roles to allow for specialization according to strengths



Provide faculty with needed resources to advance research activities



Host college-wide events for sharing of scholarship



Include an external committee member (i.e., not from the department but from
within the COE or University) on dissertations



Establish COE Research Council

Enrollment: Recruit and retain high-quality students
Benchmarks


Increase faculty involvement in recruitment activities



Increase number of students participating in engagement activities



Increase the number of students in student organizations



Increase average ACT/SAT scores of incoming freshmen in each degree program
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Increase graduation rates of students

Strategic Priorities


Provide support for recruitment efforts of faculty



Enhance opportunities for student engagement



Provide a more student-friendly environment.



Incorporate goals and priorities regarding student recruitment and retention into
faculty evaluations



Increase number and diversity of recruitment venues

Quality Personnel: Recruit and retain high-quality faculty and staff
Benchmarks


Increase the number of qualified applicants for faculty openings



Increase professional development opportunities



Achieve a level of faculty competence whereby 100% of faculty meet or exceed
expectations on their annual performance reviews

Strategic Priorities


Expand recruitment efforts for faculty openings



Provide support for recruitment efforts of faculty



Develop a faculty evaluation system that incorporates the strategic plan and
provides meaningful feedback



Provide support for faculty to improve performance in the targeted areas
identified on their annual review



Increase the objectivity of the tenure and promotion process
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Impact: Maximize workforce and economic development
Benchmarks:


Increase the number of collaborative projects with external organizations on
workforce and economic development



Increase number of participants in professional development activities



Increase number of professional development activities targeted toward external
stakeholders targeted



Increase the number of revenue-generating sources for the college

Strategic Priorities:


Establish accelerator programs in collaboration with the [Unit name] Center



Establish collaborative networks (e.g., the area Community Network, Northern
State-wide STEM Collaborative)



Expand areas of certification and continuing education



Expand partnerships with two year and technical colleges and institutions



Expand grant submissions to fund workforce and economic development
activities



Establish centers of excellence



Establish a mechanism for sharing news and information (e.g., traditional and
nontraditional media, develop departmental branding)



Engage alumni and benefactors in COE activities and opportunities

Prominence: Elevate prestige and national reputation
Benchmarks:


Increase participation in national and international professional venues
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Increase social media engagement



Increase the number of nationally competitive, externally-funded projects and
collaborative programs

Strategic Priorities:


Increase leadership positions in national and international professional
organizations



Increase presence in traditional and non-traditional media



Generate materials to facilitate the sharing of news and information



Create departmental branding opportunities (e.g., shirts, bags, portfolios)



Better track accomplishments and successes of our alumnae



Identify and establish metrics for brand visibility

Operations: Improve facilities and infrastructure
Benchmarks:


Increase Wi-Fi access to achieve 100% availability throughout [Building name]
Hall and [Building name]



Decrease turnaround time between submission of work requests through the COE
system and their completion



Increase the number of smart and active classrooms in [Building name] Hall and
[Building name]



Increase the number of upgrades to the physical environment of [Building name]
Hall and [Building name]

Strategic Priorities:


Conduct needs assessment regarding the physical work environment
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Organize fundraising for the new facility and upgrade of existing buildings



Organize a ground maintenance plan for student groups



Upgrade faculty offices



Upgrade classrooms in [Building name] Hall and [Building name]



Make [Building name] Hall and [Building name] handicap accessible



Create common student areas



Upgrade restrooms



Increase cleanliness and sanitation of buildings (interior and exterior)
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